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PREFACE

The need for a National Conference on Personnel Development for
Post-Secondary Vocational and Technical Education Programs of Less
Than Baccalaureate Degree is the result of the problem of employing

\persons from business and industry who are technically competent,

ut unprepared to teach, advise or assume other responsibilities of

a\tencher. In addition. P ersons are employed for post-seeondary
teaching positions in two year community-junior colleges and tech-
niCal institutes whose preparation was for entry into secondary
schools, four year colleges and universities. Both of these groups

of persona may be improperly prepared to teacfi at the two year post-

secondary level and, of course, need to be up-graded in their disci-
pline, e.g., technological changes or ,foreign language changes after

entering teaching. -

This is Volume II, Personnel evelo-men Pro ams, a,result of

the Conference. The programs ds1rIbed are institutional programs,,
not departmental or for special gtoups. They are also programs

that are continuous in operation.

Volume I contains the results (othei' -han program descriptions)

of the National Conference conducted January 18-21, 1976 in St.

Louis, Missouri. These'reports reflect a concern not just for
vocational and technical staff but for all staff within community-

,

judior and technical,colleges.
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PERSONNEL DEVELOPMENT PROGRAMS

Based upon the EPDA speCifications for the Conference and the
inputs of the advisory committee, seven objectives were stated for

the Conference. The two objectives which apply to this volumeare:

1. Identify exemplary personnel programs for post7-secondary
vocational and technical education throughout the nation.
The emphaSis will be,on those programs-being conducted
within institutions such as community and junior Colleges.
UniversitY and four.Year college programs will be,examited
only if recommended ag integral parts of the post-
secondary personnel development program.

6. Publish a description of exemplary-programs for preparing
full time professional and-adjunct personnel which will,
be useful forescablishing and maintaining profeesional
staff development programs.

The conference participants were_given the. following,guidelines

for writing their program descriptions:

Objectives of program
-Organization of -program

Cost of program
Motivation of staff
Pedagogical skills emphasized
Technical content emphasized
Constyaints on program
Evaluation process
Program changes needed

Although the following pragram descriptions do not-follow these
guidelines Precisely, the .information concerning these areas can be

found:in most reports. It is believed by-the. editorshthat much
valuable 'information can be -found'in these -descriptions. Please

note.that the reports are given by State in alphabetical order.



THE FACULTY RESOURCE CENTER
AT

PIMA COMMUNITY COLLEGE

,Petrieie Hruby
John A. Tirrell

Arizona

1. REFERENCE_LIBRARY AND SEARCH FACILTTY

The Faculty Resource Center (F,R.C.) houses a resource library
of books, periodicals, and media presentations pn copics,concerning
curriculum and instructional design, management, and innovation.
The cent,er also serves as a -search facility for faCulty requesting
specific information concerning discipline materials.

A file of,_thej..R.C. Collection currently available and of
materials on order isAcept by,the_librarian. .A file of all other

hOldings, exhibits, reports is also maintained. reference file
Of_curriculum and instructional materials available from commercial
sources and from other educational institutione as well as a refer-
ence file of articles relating_to instructional innovation, practices,

media methods, and management is available.

.

The F.R.C.'is open .from 8:15 a.m. Lu 4:45 p.m,, -MondaythrOugh
Friday for browsing. The resource librarian is available for con-
sultation during those hours. Faculty wishing to use the library
or search facility may drop im enV time the resouree center is open..

STORAGE AND DISPLAY

The F.R.C. maintains a ca alog of curriculum and inatructional
development projeCta under way. at Pitha and 'samples of completed'

proSeeta including lnstruc_tional materials,.repprts, workshop
descriptions and materials, etc. This, Serves the &JAI purposes. of:

) making materials readily available to interested persons

(2) attracting andAnterestingcasual visitors.

3. CONSULTING

One of the.original functions of the F.R.C. IS providing a
consulting service for the faculty on an internal basis. Resource
people will be available in the FA.C.,so that faculty members oan
consult for advice on curriculum and instructional improvement and
on matters of professional development.

1
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Based on past experience, faculty have requested aid in the
following areas:

(1) curriculum development

(2) educational technology including course design, instruc-
tional.design, instruetional materials, record:keeping,
etc.'

educational psychology - including learning theory and
student evaluation testing)

(4) evaluation - including evaluation of instructional
materials, teaching performance and skills.

onsulting is available on a drop-in basis but to assure the
best servide, call ahead and reserve some time.

PROBE

The Faculty Resource Center publishes an occasional newsletter,
-PROBE-, Whose purpose is to publicite, promote and otherwise
encourage activities concerned with curriculum, instructional And
professional development.

/

Appearing three or four times a kemester, PROBE encourages
contributions from Pima staff on subjects such as:-

) curriculum and instructional projects being-pursued by
faculty

innovational instructional activities at other institutions

programs, items,' activities related to staff development
in general

-(4) references to sources of information about curriculum
and instructional innovation.

Copies are' distributed 'to the !ntire full time' and associate
faculty,. administrators, And 'support personnel. Suggestions for
additions to our outsitle mailing list are welcome.

AGGREGATE

Aggregate,is the name chosen for short, simple annotated
bibliographies of books, articles, materials, etc., on specific
'educational topics.. These are compiled and.distributed to'interest
faculty. Copies of all Aggregates are kept on file in the Resource



Center and a list of currently .available titles is published in
PROBE.

Faculty wishing to receive,a personal copy oi a given'ti.tie

Or to .suggest a title should contact the F.R.C.

TOPICS

1. InstrUctional Development by Subject Area

Curriculum Development by Bubject Area

3. Individualized Instruction

Educational Evaluation

5. Classroom Management

6. Student Motivation

7. Computers in Education

8. Educational Planning

And others as -eques. ed.

6. THE LUNCH SEMINAR PROGRAM

This coneists of a seriesg_f _nformal seminar-type meetings
held over a bag lunch: Topics are of an educational nature, cop-
sidered of interest to all Iaculty. Generally the format conists
of a round table discussion or question and answer session with
one Or mare individLials primarily,'responsible for the topic. -.This
session is used to report items of interest to faculty, ,to explain
some item in detail at an appropriate point.in,time, or to test out
interest in a particular ,item. Individuals returning from,con-
ferences or .trips can uee the seminatjp share information with
others oft campua. Coffee and te0r4a\railable for participants..

Seminars are scheduledPfor alternate'days to give different
faculty achance to attend. Should interest.warrant, a given
topic can be repeated.

The F.R.C. suggests a number of tentatIve topIcs for the yeat.
Time and day slots are kept.open to be filled At short notice as

the semester progreases. Anyone interested in proposing a topic
simply contacts the F.R.C.

8



Allier announcing thd topiciand'speaker for the week,reaches
faculty on the day before the seminar is schdduled.

Diagnostic Test Center
f

SO- TOpICB

'Current Registration Opt ons

P.C.C. Student Character±stcs

Faculty Grant Program: A New Emphasis

Visit to. thnAlternative Learning Center

institutional Service Growth Program

Pima Development Program

Revie. pg the CBI Approach

Credit by Exaftlination

The Community Campus

Visit to the Social Science' Learning Centet

The Subject Area Coordinator

Helping Associate Faculty

Workload itt the Age, of Individualiied Instruction

Curriculum Planning With Mini Courses and Modules

THE WORKSHOP PROGRAM

Two types of workshops are o_fered -through the F.R.C.:

(1) in depth, semeater long, repeatable offerings involving
faculty in an activity designed to produce an end product
directly applicable to the instructor's-current assignment.

(2) Shorter intensive sessions'on a particular topic.

Semester long workshops are generally scheduled for one or two
hours of group session per week with individualized work as .appro-
priate. To allow faculty to. plan schedules in advance, Monday and
Tuesday Afternoons at 4 :00 p.m. have been established as the usual



time for these sessions. Short workshops may be scheduled at appro-

priate timet during tic semester.

In general workshop fncilitators are chosen,from the faculty
whenever possible because of their availabil.ity and their knowledge
of specific Pima concerns. Faculty who have developed tkills and
have.an-interest in disseminatini that skill to others in this
format are asked to make their interest known to the F.R,.C. A
file of stch faculty and topics is being compiled by the F.R.C.

When they meet the qualifications ou lined for the PFG programs,
workshops carry one or more PPG credita; Full time partibipcting
faculty will receive PPG credit while facilitators may be com-
pensated by (1) overload contract, (2)'PPG points, or (3) released
time subject to the approval of the Dean of.Instruction.

To prevent conflicts and/or duplieations and to assure that
appropriate PPG credit is astigned, any individualor_ group .

interested in sponsoring or-facilitating a workshop should contact
the F.R.C. in advance of the semester desired.

----Registration for workshops is done through the F.R.-C. and
generally-a given.workshop:is offered if ten or more faCulty

register.

For all workshops, the-F-.114. prepares an initial syllabus
with the facilitator, arranges for PPG-credit, distributes informa-,
tion to all who may be interested, registeia-participants and

_forwards a completion report to the Dean of InstructiOn-and_the
PPG Committee.

The workshop facilitator has the responsibility to prepare a
detailed syllabus of the workshop and a copy of all materials used
for permanent file in the center, an evaluatibn (personal and
participant) and a completion.report.

FACULTY FORUM -

We presently conduct a.series of monthly gatherings on topics

not specifically related to either Pima College.or to education
subjects, but merely on any topic that would'serve the purpose of

interesting 'and stimulating faculty. Subh topics might include
recent'advances in disc.ipline,related areas or geaeral.knowledge
topica- ol interest.. The forUM was established as an off-campus

evening fundtion and those attending feel it should be continued.
_ ,

Meetings are scheduled about every five or six weeks with.the
evening rotated to allow for different. schedules. An off-campus

location adds a note of sociability and enhantes the attempt to
discuss matters that' do not specifically relate to the college.

2 0



6

It has been suggested that each division might-sponsor a forum
during the year.

Fliers announcing the tepic date, and location are sent out -

the week before a.meeting.

9. MINIWORKSHOF

There ate many topics which require more than.a brief intro-
duction but less than a semester wOrkshop. Such topics can best
be covered in the mini-workshop format, an intensive three hour
presentation designed io give participants more,than a-nodding
-acquaintance with the subject. This time format should make the
offcrings-at-ractive to associate faculty as well'as to full time
staff..

A total of ten offeringo from a suggested list aro made, one
each month. Each mini-workshop consists of A three hour sesoion
and some require additional fol1ow-up activity.

,FaciIitators may be Pita faculty with necessary-skills and
interest or outside consultantsias appropriate. Facilitators
develop a'writtenOutline ofthe mini-workshop and.conduct an,
evaluation at the end of the session. ;

Participants,register in advancerlfor these sessions which are
held-only if ten or Moi0eopleindicite interest. Faculty com
pleting any. fiye (5) mini7workshops during the course of the year
may receive one PPG credit.

1975 PROGRAM

;

',mods, kin/ . Micros, etc."-- Alternative Course Configurations:
rationale, Mechanisms, advantages, and disadvantages of other
course formats.

"Curing:the Fuzzies" - Revising Instructional ObjeCtives: A
quIck bruah-u0 on.the who, when,- what, and where of objectives.
'Bring your own (either perfect or perfectly hotrible).objectives'-
to'serve as working exaMples.

"Exclusively Yours" - Individualizing InstruCtion: What does it
actually Meqn? What are the components of a good program? How
do you go ab'4)t getting .startedl

4. "Skinner in MyClitoroom" - Behavior Modification: Applications.
of the techniques of\behavior. Modification of instructional
design and teaching bebhvior.

21



"Teaching as a Performing Act" 'So e rather fundamental steps

you can take-A=oimprove- "performance" in the cleasroom.

6. "The Alternative Learning Center" - What is it? WhaO_ happening

over there? How canyou use it?

7 "Our Computer Loves Us Sort Of" - The computer as an educa-
tional tool: An overview of how it can be used,as an educa-
tional adjunct with special emphasis on Pima'sfacilities.

''You've Come a Long Way Baby, But ..." The women'S program
at Pima. Did,you know there was one?

"I'm OK. or Am I" - Professional Self Appraisall The teacher

can evaluate hls own performance. ,

) %

10. "Mastery Learning and BlOom'S-Texenemy'' - The ,concept of learn-
.ing for mastery;, need for individualized instruction , iaxonemy

of instructional objectives.

11. Designing a-Learning Package - Given a ModeWparticipants will
design a learning package for use with tbeilr own students:

10. INSTRUCTIONAL'MEDIA FAIRS

Each year the nUmber and kind of instructional resources*
available increases. It has become almost as difficult for faculty
to keep up-with these offerings-as it is to keep up.with the
knowledge explosion.

_ ,

Instructional media,fairs:

(1) provide intervsted-faculty with a concentrated display
of materials;

timulate facility who wOu d not ordinarily seek out such
information on their own;.and

(3) enable faculty to review materials as a group.

The lairs are a-series Of di:Splays of commercially available
instructional materials. Each month the resource center concentrates
on one divisioni organizes a display of catalogs-, samples, etc., for

preview and review by division faculty for a few days.

Faculty wishing to see any specific item should contact the
center or the Curriculum facilitator for their division at least a
month in advance of/the scheduled viewing session,

2 2



=SCHEDU

DIVISION

Health ,Ca eers _November
Business Deeemb-dT
Math, Science, Etectronws7 January

February
Human Resources.. ........ .. ......March

Gen'eral Studies April

11.- COLLEGE DEVELOPMENT),IEEK

The F.R.C. wilL cooperate with the Office Of instructional
Services in planning and implementing a program to provide a
useful week of development activities at the beginning of second

,

semester.
-

The College Devo1npment Weelp has been dedicated to meetings
and werkshops designod to enhance both Institutional and personal
professional development .

inf

bei

MONITORING FACULTY INTERESTS AND SKILLS

The F.R.C. attempts to be a central clearing house for

mation. If you have any needs or interests chat are not
met, let ns know and we will see what can be done.

In addit on, we nedd -to knowabout the skills and 4nformation
-you have that might be of use ta others.



MARICOPA COUNTY COMMUNITY COLLEGE DISTRICT

TRAINING AND STAFF DEVELOPMENT.PROGRAM
FOR PART-TIME OCCUPATIONAL INSTRUCTORS

Virgil D. Hoover
Arizona

The Community College District_ Training Unit is a service
function that was added to the Distrietsadministrative structure.
to provide support for theyice-Presidents in charge of both certifi-

cated and classified employees.
V

The. Training Unik is a Viable changing structure that is
designed to do much.mere than fight brush fires,'-it must consider .

.

what is ahead two, three, four, or five years down the road. The

Training Unit is integrated with other planning components within
the District,:i.e.; expansion plans, change-over or new directiOna,

manpower needs, and renewal of bath reghlar and adjunct faculty in

a way that provides training on a controlled time basis.
%

The Training. Unit attempts to:provide s 'realistic way of. ,

ascertaining the. personnel needs of the District, the aspiratlens
of the employees and the commUnity factors that Will dictate the

training to be-Offered. A systeMatic approach is employed eo collect

and analyze job data snd curricula develepment which can be corre-

lated with the enormous internal . training eapability available in the

District. The .Training Unit engages in training program deVelopment
when specialized training.activities are needed.- It alsooffers_
logistic support to any workshop, seminar,' pregram, ox meeting for'

any District spensored group or,committee. It has basic-responsi-
bOity in the orientation of new elaSsified eMployees ahd it coordi-.'
nates the orientation of adjunct faculty with the Deans of Continuing

Education..

The Training Unit also has the primdry responsibility to pro-

vide a cpmprehensive teaching competency program for adjunct faculty.,

It has identified the areas'of teaching competency, engaged in /
materials development for either self-pacing or small group instruc-

tion, located and/or trained the trainers, and maintSins records.

At soMe point in time the Training Unit performs ihe foll -ing

duties and responsibilities: .

Formulate and supervise
Ascertain the kinds and

-,Identify the.financial,
'availabie'to meet the

training policies.
amount of training needed.
physical and,personnel resources
training needs.'

2,4
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Make arrangements for. training.
Design training programs to be'conducted within the Dstrct
Consult with Deans, Managersand Supervisors toNbelp_
differentiAe between training and'Alon-trainink problems.

-Resolve training related problems.
,Assist line and staff personneI.conduct training sessions.
Train the trainets.
Advise on.. instructional matters.
Instruct some'training sessions..
,.Composing and arranging for the production of training aids.
Operating', _storing, and maintaining instructional equipment.
Operate training facility..
Maintain-records of employee training.
Budgeting and controlling of training casts.
1)rovide liaison with training organizationa and vendors.

It is.the goal of'the Maricopa County Community College
bistrict Training Unit to provide the District with a ready source
of alert effIcient workers-who Will ensure that the .objectives Of
the District will be accomplished while recognizing the individual:
employee contribution and career aspirations.

P_ T-TLME OCCUPATIONAL INSTRUCTOR TRAINING PROGRAM

BACKGROM INFORKATION AND INSTRUCTIONS

BACKGROUND INFORMATION

. The part-time occupational Anstructor training program is.
.designed for thoae instructpra who hold fu 1-time jobs in industry,
business, or:goVernment and who teach on a parttime basis in the
community college.

It is generally agreed that instruction Can he e.tfective only-
f one has comp6tency in both,the technical content and in the area

of instructing. The instruCtor who has competency in only one of
these areas, places the learner at a disadvantage for efficient and
effective learning.

Instructors selected to teaCh occupational.coutses are identified
on the baaisof their technical competency as the'numher one cri-
terion rather than instructing ability. This does not preclude that
;some ir.structors May have competency in both areas. HoWever, in most
cases,'..the technically competent beginning part-time occupational
instructor has net had the time nor:the opportunity to gain experi-
ence as an instructor,

Thi content which is 'divided incto five Modules and their
'respective Learning Units has been identified and developed to pro-
vide part-time instructors who teach adult occupational courses with

25
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the opportunity:to i:Mprovc their instruCtional methods and ,techni-

Aues,. The modules and Learning.Units*.have been identified and
verified by employed, occupational instructors and supervisors as
the content:most important and useful toward the development of
efficient instruction.

FolloWing is ajist of the five Modules'and,menty-seven Learn-
'ing Uhits which were:identified and based on,spicific tasks (obtained

through a .questionnaire) Considered 710st important by the becupational
instructors, and supetvisors; and the snggested clock hour allbtment
:for each.**

MODULE ORIENTATION AND INTRODUCTION(6 hours)

Learning Units 14 Orientation to thp--mmunitY College-(1 hour),
.1.2 Post seciondary: Oacupational Education (1 hoUr)

1 .1 The.Part-Tithe:OccUpational Instructor ,(2 hours)

1.4 Counseling and .Guidance of Students (2.hours) .

MODULE 2 LEARNING AND' TEACHING (10 hours)

:Learning Units 2.1 Organizing the Class (2 hour )
2.2 Describink the Adult Learner (2 hours ) .

2.3 Learning Principles Applied to Adults (2 hours)
24 Motivating Students (2 hours)
2,5 Resolving-Classro6m: Problems (2 hours)

:MODULE 3 PLANNING INSTRUCTION (20 hours)

Learning Units 3,1 Introduction' to Planning Instruction (2 hours)

3.2 Conducting. InstrUctional Analysis)(3 hours)
3.3 Planning' pourse Outlines and Instructional ::

SchedUles (3 hoUrs).
3.4 writing Performance Objectives (3 hours)
.3.5' Lesson and SeSsion Tianning (3 hoursY
3.6 Planning Teaching Aids (3 hours)
3.7 Tianning Written Instructional. Materials

(3,hpurs

-*The selection of Modules and Learning Units is bssed on a
stu0-completed.at MICC 'during the-1974-75. school 3-rear, .includini:

responses:to a prepared questionnaire from 80 part-time occupational
instrUctors, 33 full-timn occupational instructors, and .22 admin-
istrators, supervisors and coordinato of occupational education

N-
progátri. .

:ee Liiting of: u_06ULES, LEARNING:UNITS, AND, LEARNING UNIT
TASKS" for the complete listing,69 tasks lncluded in each of the
above Learning Units.
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MODULE 4 PRESENTING INSTRUCTION (20 hou

Learning Units 4.1 Presenting Effective Instruction (2 hours)
4.2 Leading Group Discussions (3 hours)
4.3 Demonstrating Manipulative Skills (3 hour-
4.4 Use QuestiOning Techniques (3 hours)
4.5 Presenting Illust,rated Lectures (3 hours)
4.6 Using the Case Study (3 hours)
4.7 Presenting Content Using Films and Tapes

(3 hours)

MODULE 5 EVALUATING INSTRUCTION (10 hours)

Learning Units 5 1 Evaluating Procedures and Criteria (2 hours)
5.2 Constructing Informational Tests (3 hours)
5.3 Constructing Manipulative Performance Tests

(3 hours)
5.4 Recording Achievement and Computing Grades

(2 hours)

GENERAL TNSTRUCTIONS

The fi.e Modules and the twentyseven Learning Units are
arranged in a suggested sequence for greater learning effectiveness.
The first number listed for each Learning Unit refers to the Module,
the second number refers to the Learning Unit within that particular
Module. Therefora, 3.5 refers to MODULE 3 PLANNING INSTRUCTION, and
Learning Unit 5 Lesson and Session Planning. In general the Modules,
ãtdthe Learning Units contained in each, should be taken in the
numerical order.presented. However, this may be changed due to the
background eX0erience and competency of a particular part-time occu-
pational inStruptor as well as the availability ofthe resource
materials and instructi6nal sessions for-that particular Learning
'Unit.

Reference.should'bemade to the "SEQUENCE OF:LEARNING UNITS"
sheet lor the suggested sequence of the Learning Units. It is
essential- that 1.1 (MODULE 1, LEARNING UNIT 1) be taken prior to any.
other Learning,Unit,- Since 1.1-includes'orientation to the College,
policies of the institution, and financial information. _Attendance
a't the 1.1 session is required ofeach part-time instructor priOr to
each semester Or term teaching assignment. Following the completion,
Of 1.1, it is suggested that the part-time instructor take 1.2, then
1.3, and so on. When an.instructor has gained competence in a
particular Learning Unit, beginning with 1.2, that Learning Unit
should not be repeated', but-raiher an additional Learning Unit
Should be selecteeto further promote instructor Olectivenesa. The
arrow on the "SEQUENCE OF LEARNING UNIT" sheet indicates ..tyat the
Learning Unit from which the arrow originates should be coMpleted
(or,the instructor should exhibit competence inrhe Unit) before
going on to the Learning Unit-to which the arrOw points.

27
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Each Module contains an Introductory statement indicating the
importance and relevance of the content included in that particular
Module. Also, contained ig a listing of the specific Learning Units
included in that Modul

Each Learning Unit is made up of four component parts: (1)

Objectives of the Unit, (2) Resources for instructor and student
use in completing the Learning Unit, (3) A Criterion Test to be
completed following study of the Learning:Unit, and (4) The Appli-
cation of thecontent learned.

Following the introductory statement, the listing of the La n-
ing Units, and the stated Learning Unit components, is a list of
specific procedures to be followed by the occupational instructor
in completing each of the Learning:Units.

LISTING OF
MODULES - LEARNING UNITS - LEARNING UNIT TASKS

MODULE 1 ORIENTATION AND INTRODUCTION

Learning Unit 1.1 Orientation to the Community College

Tasks: 1.1.1 identify Certification Requirements
1.1.2 Complete Application Procedures and Forms
1.1.3 Describe School Policies
1.1.4 Complete Required Reports
1.1.5 Follow. Classroom Procedures'
1.1.6 Identify Procedure for Materials Duplication
1.1.7 Use InStructionaL, Information, Learning.Cente s

Understanding the History and PI =losophy

of Community C011eges
Learning Un

Teaks 1..2.1 Identify Purpose of the Community College

1.2.2 Recent Social Changes
Educational Implications of Social Changes

1.2.4 History of CommUnity,Colleges
1.2.5 The Original Comminity College System
1.2.6' Philosophical Principles.of Contunity Colleges

Learning Unit 1.3 The State Community College System, the Laws,
-Financing and Governance

Tasks 1.3.1 The Community College System
1.3.2, Duties of State-Board.oUDirectors of Community

Colleges
1.3.5 The District Governing Board
1.3.6 Financing the Community Colleges

2 8
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Learning Unit 1.4 The Role of the Beginning Part-Time Occupa-
tional Instructors

Tasks: 1.4.1 The Teacher's Role
1.4.2 Clues. to Successful Adult:Teaching
1.4.3 Some Competencies of the Adult Educator

MODULE 2 LEARNING AND TEACHING

Learning Unit 2.1 Organi,zing the Class

Tasks: 2.1.1 Establish Classroom Procedure
2.1.2 Identify Principles of Classroom and Student

Control
2.1.3 Complete Required Reports
2.1.4 Follow Acceptable Housekeeping PractiCes
2.1.5 Develop Safety Consciousness in Students
2.1.6 Develop Procedure for Establishing Rapport

with Students
2.1.7 Develop Favorable Attitude Toward Use and

Care of Equipment, etc.

Learning Unit 2.2 Describing the Adult Learner 2 hours)

Tasks: 2.2.1 List and Explain Charaeterist es of Adul.t
Learners .

2.2.2 State and Give Implications of Individual
Differences

2.2.3 Lead Adults to Educational Maturity
2.2.4 Discuss Relationship Between Adult Learners

and instructors

Learning Unit 2.3 Learning Principles Applied to Adults (2 hours

Tasks: -2.3.1 List and Explain Principles'of Learning
2.3.2. Illustrate Senses- and Learning Relationship-
2.3.3 State Ways in Which Adults Learn
2.1.4 DeVelop Effective Incentives for Learning
2.3.5 Identify Procedures for Diagnosing Learning

Problems

Learning it 2.4 Motivating Students (2 hours

Tasks: 2.4.1 Set Up,Procedures fo- and Motivate Students
in,Acquiring Skills and Knowledge

2 Stimulate Student Interest in Learning
2.4.,3 Develop Appreciation of Good Workmanship
2.4.4 Develop Procedures for Motivating Students

in Out-of-Class Activities

2 9



Learning Unit 3.5
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Lesson and Session Planning hours)

Tasks; 3.5.1 State Importance and Use
3.5.2 Develop Lesson/Session Plan Format

3.5.3 Develop and Write the Lesson/Session Plan
3.5.4 Evaluate Lesson/Session Plans

Learning Unit. 3.6 Planning Teaching Aids (3 hours)

Tasks: 3.6.1 Describe Kinds and Types
3.6.2 ,State Advantages and Uses,
3.6.3 Identify Procuring Procedure for Needed

Teaching Audio-Visual Aids
3.6.4 Prepare Transparencies
3..5.5 Evaluate Teaching Aids

Learning Unit 3.7 Planning Written Instructional Mater als
(3 hours)

Tasks: 3.7.1 Identify Kinds and Type
3.7.2 Describe Advantages and Uses
3.7.3 Select and Evaluate Texts and Re drences
3.7.4 List and Explain Procedures: for Writing

Instruction Sheets
3.7.5 Write instruction Sheet

MODULE 4 PRESENTING INSTRUCTION (20 hours)

Learning Unit 4.1 Pre enting Effective. Inst uction (2 hours)

Tasks: 4.1.1 Identify and Describe Ways of Providing- for
Varying Age and Competency Background

4.1.2 Describe Tips and ideas to,Improve Teaching
4.1.3 Identify and Explain Uses of Appropriate

Teaching Methods
4.1.4 Identify Methods of Individualizing Approach
4.1.5 Identify Methods of GrouP instruction Approach
4.1.6 Plan Use of Instruction Sheet
4.1.-7 Plan for Group Participation
4.1.8 Pisn- for Use of Vehicles of Instruction-

Learning Unit 4.2 Leading Group Discussions (3 hours)

Tasks: 4.2.1 Prepare Lesson/Session Plan
4.2.2 Arrange Physical Environment
4.2.3 Provide for Wide Range of Student Competencies
4.2.4 Involve Individuals and Obtain Group

Participation
4.2.5 Lead Group Discussion
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Learning Unit 2.5 Resolving Classro-- Problems (2 hours)

Tasks: 2.5.1 Establish and Maintain Acceptable Standards
of Discipline

2.5.2 Assist Students in Identifying and Resolvin
Problems

2.5.3 Develop Procedures for Solving Classroom
Problems

/2.5.4 Plan for and Handle the Problem Student
2.5.5 identify the Student Dropout Problem

MODULE 3 PLANNING INSTRUCTIONS (20 ho rs)

Learning Unit 3.1 Introduction to Planning inst uction (2 hour-

Tasks: 3.1.1 Develop Procedures for Individual and OL up
Planning of Instruction

.3.1.2 Identify Standards of Performance
3.1.3 Develop Procedure for Use of Human Resoucces
3.1.4 Ilan instruction for Student Level and interest
3.1.5 Support Materials, Supplies, and Equipment

Learning Unit 3.2 Conducting Instructional Analysis (3 hours)

Tasks: 3.2.1 Identify Groups to be Served
3.2.2 Identify Course Goals
1.2.3 Define Analysis Terminology
3.2.4 Plan Analysis Procedure
3.2.5 Analyze for Informational Content
3.2.6 Analyze for Attitudinal Content
3.2.7 Analyze for Manipulative Content

Learning Unit 3.3 Planning Course Outlines and Instructional
Schedules (3 hours)

Tasks: 3.3.1 identify and Select Relevant Course Content
3.3.2 Arrange Content in Instructional Order
3.3.3 Develop the Course Outline :

3.3.4 Write the Instructional Schedule
3.3.5 Select Relevant Assignments, Activities, Jobs,

Projects, and Experiences
3.3.6 Explain Nature and Mske-Up of the CourSe

of Study

Learning Unit 3.4 Writing Performance Objec ves (3 hours

3.4.1 -State Goals and Purposes
3.4.2 Write Task Statements'
1.4-.3 Identify/Performance Objective Criteria
3.4.4 Develop Procedure in Writing_Performance Objectives-
3.4.5 Write Performance Objectives
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Lea ning Unit 4.3 Demonstrat ng Manipulative Skills (3 hours)

Tasks: 4. .1 Prepare Lesson/Session plan for demonstration

4.3.2 Prepare and arrange equipment, facilities, et.c.
4.3.3 Provide for wide range of student competencies.
4.3.4 Prepare/select and use appropriate instruction

sheet.
4.3.5 Involve individual and group pa ticipation
4.3.6 Conduct demonstration

Learning Unit 4.4 Use Questioning Techniques (_ hou

Tasks: 4.4.1 Prepare Lesson/Session Plan
4.4.2 Arrange Physical EnvIronment

.4.4.3 Provide for Wide Range of Student Competencies

4.4.4 Involve all Individuals
4.4.5 Conduct Questioning Procedure

Learning Unit 4.5 Presenting Illustrated Lectures -2,hours

Tasks 4.5.1 Prepare Lesson/Session Plan
452 Select/Prepare and Use Graphic Materials
4.5.3 Select/Prepare and Use Visual Aids

4.5..4 Provide for Wide Range of Student Competenc es

4.5.5 Obtain Individual Participation
4.5.6 Select/Prepare and Use Written Instruction

Sheets
4.5.7 Present Illustrated Lecture

Learning Unit 4.6 Using the .Case Study (3 hour-

Tasks: 4.6.1 Prepare Lesson/Session Plan
4.6.2 Arrange Physical Environment
4.6.3 Provide for Wide Range of.Student Competencies
4.6:4 Obtain Group Participation.
4.6.5 Prepare/Select and Use Written Instructional

Materials
4.6.6 Present Content Using Case Study

Learning Unit 4.7 Presenting Ccutent Using Films and Tapes hours

Tasks: 4.7.1 Prepare Lesson/Session Plan
4.7.2 Prepare and Arrange Equipment Facilities, etc.
4.7.3 Provide for Wide Range of Student Competencies ,

4.7.4 Obtain Individual and Group Participation
4.7.5 Prepare/Select and Use Written Instructional

:Sheets

4.7.6 Present Slide/Tape Presentation
4.7.7 Present 16mm Film
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MODULE 5 EVALUATING INSTRUCTION (10 hours)

Les ing Unit 5.1 Evaluating Procedures and Crite- (2 hours

Tasks: 5.1.1 Identify and Explain Purposes of Evaluation
5.1.2 Establish Relationship Between Objectives

and Evaluation
5.1.3 Identify Types and Uses of Evaluation Devices

(Tests)

5.1.4 Identify and Describe Criteria for Effective
Evaluation

5.1.5 Plan an Evaluation Procedure

Learning Unit 5.2 Construrting Informational Tests: (3 hours)

Tasks: 5.2.1 Establish Objectives (ExpeCtation Level)
5.2.2 Apply Criteria to Test Items
5.2.3 Write Appropriate Objective Test Item
5.2.4 Write Appropriate Essay Test Item
5.2.5 Compile Questions into. Organized Test Format
5.2.6 Evaluate Test

Learning Unit 5.3 Constructing Manipulative Performance Tests
(3 hours)

Tasks: 5.3.1 Establish Objectives (Expects ion Level)
5.3.2 Apply Criteria to Test Items
5.3.3 Write Appropriate Performance Test Items
5.3.4 Develop and Use an Observation Form
5.3.5 Compile Questions into Organized Test Format
5.3.6 Evaluate Test

Learning Unit 5.4 Recording Achievement and Computing Grades
(2 hours

Tasks: 5.4.1 Score Performance Testa
5.4.2 Score Information Tests
5.4.3 Develop and Maintain Student Achievement

Progress Chart
5.4.4 Compute Grades.

3 3
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TECHNIQUES

Ob ectives: After completion of this unit each participant
should be able to:

Resources:

Application:

1. List four ways to develop group cohes ve-
ness.

2. List the obstacles to group communication.

3. Formulate questions that deal with recall
solution.

4. Formulate questions which relate to the
application of ideas or concepts.

Rose, H. C., The instructor and His Job,
American Technical Society, Chicago, Illinois.

The job of instruction is basically a two way
communication process (sender-receiver).
Proper feedback from students provide the
necessaryjormative evaluation to determine
student progress or course content.

4.4.1 GRQUP_STRUCTURE

The two-way communiative proCess is au essen ial part ofthe
instructors job. It is through this communicative linkage that .

learning takes place.

A class group is made up of individuals, each one different
from the other. The first or second time the class meets there is
some apprehension by students toward one another and toward the

instructor. After the individuals start to feel relaxed with each
other,they will begin to function as a group. The instructor can

speed up the development of group dynamics by:

Introduce yourself - tell the group-about your experience
and background that qualifies you to lead the group.

2 Have each member introduce themselves - ormake name
cards to use far the first few class sesSions.

Review the course content and tell briefly what will be
covered in each session.
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4. Be sure to announce that you expect participation - you
will welcome their contributions, questions, and their
ideas even their disagreements.

5. Stress how the sessions will benefit them.

Establishing a degree of group cohesion is important in the
communicative process. Primarily the same obstacles that apply to
getting through to one individual are'involved in 'getting through/
to a group. Obstacles such as:

Distractions - noise, confusion, unprepared lessons, etc..

Emotions

Vocabulary

Content

- fear, anxie y, anger, concern for lesson,
home or job.

- difficult-terms, meanings, new words, slang
expressions.

- material too easy, too hard, improper founda-
tion, or foreign.

Remember the instructor istalking to the whole group but he
is tryingto communicate with each member. .if the instructor keeps
in mind that every . member:of the class is an individual with
separat6 needs, desires, and learning styles, he can pattern the
course content and delivery to meet many individual situations.

GROUP COMUNICATIONS

1. It is easy for an indivIdual to withdraw his attention
when in a group setting.

2. In a group setting,each individual can let the class
"eager beaver" respond and take the responsibility for
feedback to the instructor.

3. Feedback from a group must be planned so that each
member is called upon from time to time.

Some peopleere more dynamic than others.and will try
to "impress" the teacher and the other class members
by answering all the questions.

4.4.2 TEC}INI.UES FOR GROUP COMMUNICATION

You can overcome the obstacles to effective group communication
by adapting the techniques of one-to-one communication. Some of
these techniques are:

3
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1 Start your presentation by ekplaining what is going to
be accomplished in the session (lesson objective).

2. Use examples or illustrations whenever the material
could be subject to more than one interpretation

3. Allow the group time to let the material "soak in."

4. Use prepared criterion questions to generate feedback to
evaluate the presentation of material.

Repeat complicated or detailed mate-iel in several ways
mixed with prepared questions.

6. Summarize at the end of a lesson.

4.4.3 EFFECTIVE SUESTIONING

Inexperienced instructors or those who feel that "teachers talk
and students sheuld'listen" rely too heavily upon one-way communi-
cation. Such instruction frequently results in exposingrhe Student
to the subject without much _learning taking place.

Experienced ins .ructors have found that two-way communication
is essential for learning to take place. They have learned,from
experience that the questioning approach is a good way to generate
two-way-communication if:

is done at the right time,

it causes the student to 'learn by thinking and doing,

3. it changes the student from a passive listener and observer
to an active listener and observer.

In uSing criterion questioning we are interested-primarily in
stimulating the learner to make\kise of information, to put together
facts which he has learned but has failed to understand or aSsimi-
late,-. or to draw.logical conclusiOhs which become evident when the
pertinent facts are brought to his attention.'

/ .

Skillful questioning, like any other teaching technique,can be
learned by any creative person. In preparation for the effective
use of questions we need to consider the characteristics of good
questions, the types of questions that 'may be\employed for different
situations, andthe techniques of using questions. 4

\
'

3 6
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4.4.4 TYPES_OF QUESTIONS

We can &vide questions into two main groups: 1: Factual
(recall) and 2. Problem and/or application. Factual questions are
used Co determine whether the student can remember or recognize
specific facts. Problem and application questions cause the stu-
dent to apply facts and principles in the solution of problems.

Faatual Queations

Skill in the application of facts and principles is more
important than the rote membtization of facts. 'Although factual
questionahave their placa in.tbp.instruction;process they should
not be used to the excluaion of ather:formi af reinforcement.
Some instructors use factual qnestions'exclusively.because they
are much easier ta think of and the answer is either right or
wrong and they save time.

Examples of Factual_Qu!LLLarIE

1. How many poles does' a magnet have?

2. What are two types of questions?

3. What are the three methods of learning?

FACTUAL UESTIONS SHOULD BE USED SPARINGLY

Problem. and A -lication_ QuestIons

,

The,problem and'application queatiOns causes.the student to use
or apply infanmation. This type of question set&up a problem,
involving'a number af factors and perhaps sompvariable elements.
This type ofquestion causes the student to connect.the bits and
pieces of the specific objective or concept under:discussion. The
learning 'principles of application,and transler are utilized in this
type of question, This type of question-starts out with% statement
of a condition which establishes the parameters of the problem and
the student is asked what he would do to connect the information into
a logical appliCation.

Exam les of Problem_or_Ap.plication_ uestions

1. You want:tip build a transformer to step down 440 volts to
110 volts. (You have a &oil with 2080 turns on the
secondary) What steps would you go through?

2 You are asked to set:up a bookkeeping system for a small
manufacturing plant. How would you so about 14?

37
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In constructing a drawer the bottoM is usually held in
groOves on the front and each side but fastened with one
or two small nails te the bott 'of the back.. Why?

Doestheuseof plywood or hardb ard change thp procedure?
How?

UESTIONS PROVIE REINFORCE ENT ANDPROBLEM OR APPLICATION
FACILITATE LEARNING

CHARACTERISTIGS OF OUESTIONS

The instructor who prepares the questions that he will use in
advance,of the lesson will find that the questions will enhance the
learning situation. Questions should be:

1. Clearandeasily understood.

2. Compesed of o dsthatare common to the student and have
been used in -lesion material.

Thoughtprovo g so that a _imple yes or no can not be
, given as.an s-er.

Criterion referenced so that the main points of the
lesson objective become the focus of the questions.

PREPARING UESTIONS IN ADVANCE

Good thought provoking questions are not easy to think of "on
the spot" and this practice usually leads to factual questioning
to the exclusion of problem and application questions. It is there-
fore sound practice to.prepare the questions while p4nning the
lesson. One method to use that will tie/the questions directly-to
the fundamentaf-Material is the criterionreferenced approach.
In this approach each lesson is prePlanned to accomplish specific
-erformance ob'ectives. The instructor can then prepare questions
which relate directly to the objectives.

Examp1eofCrrerion Referenced Ap_proach

Performance objective
At the completion of this lesson each student 'shall be able

to describe, ih his own words, the steps necessary to construct a
step down transformer.

Question
'You want to build a transformer to step down.440 volts to 110

volts.. (You have a coil with 2080 turns on the secondary) What

steps wou d .you go through?
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4.4.6 IgaTignq OF USINGHKEIEa

Skillful use nf,questions comes with practice. However, a few
basic ideas on their use canhe set forth as a guide.

stionj Procedure

1. Prepare a questions in advance.

2. Aik the question.

Pause so that all members -f the glass begin to formulate
an answer.

I.
4 Call on one student by name.

5. Listen to answer to determine.if a leading question is
necessary.

Emphasza correct answer or ask another student to verifY
the answer given.

. 7. Recognize the student(s) who respond correctly.

The method of using only factual or rhetorical questions should
not be used often or over a long period of time-. It may be used to /.
stimulate a dull class or encourage grOups of shy: students to par-
ticipate.' This method decreases indiv dual thought and allows the

1-

lazy student to do nothing. The major defect is that this method
does not give the instructor orthe student an oPportunity to
evaluate the effectiveness of the lesson.

1

It is vital in the questioning 'process that the instructor pause
after asking each questionso that each person in the group will have
time to think about the question and'to organize his thoughts. A
pause after the answer or severalanswers to the saMe question will
permit members of the class to mull-over -he different ideas that
were brought out.

There is no one best way-to call Upon members of the class to
respond to questions. If the teacher uses a system' Some of-the stu-
dents-will'"break-the code" and start paying attention only when
their_"tutU." is ibout ready to come up. Some instructors use cards
with-the Students; names 6n them and they shuffle them before class
and call onLthestUdents as their card appears. Other_instructors
have mentally diVided the room into:tour parts and they rotate call-
ing.on students from each part. Still others match the qnestion
with the abilities-of the student to answer.' -Research in this area
,seemsto shoW that a teacher who has a pattern of asking questions,
even if 'he pattern changes from time to time, will be more effective:

3 9
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in learning development for studentathan the teacher who calls
upon only the talkative 'or-bright students to answer.

In summary, good questions lead to good communication and
understanding among instructors and...students. -Questions are ,

essential teaching tools', their akillful use is the mark of an
effeCtive l_ristructor.
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BACKGROUND INFORMATION

CHECK, THE TYPE OF BUSINESS/INDUSTRY IN WHICH YOU ARE EMPLOYED
FULL TIME.

(1) ManUfacturing
(2) Insurance
(3) Distribution
(4) Banking

(5) Real Estate
(6)-Public Utilities
(7) Secretarial

8) Health SerVice
9) Transportation
01 Governmental
(11) Construction
,(12) Education
(13) Publishing'
(14) Ocher

CHECK GENERAL, R1SFONSIBILITY

(1) Administeative Capacity
(2) Supervisory Capacity
(3) Nqn7Administrative or Supervisory.Capae ty

CUECK PROFESSIONAL .INSTAUCTOR TRAINING YOU HAVE COMPLETED

(1) Instructor Training Workshops and Seminars
:(2),Formal instructor Training- CourSes (no -degree)
(3)./ASsociate Degree
(4) BacIteloes Degree-in Education
(5) Bachelor's Degree 7 other Chan Education
(6) 'Above Badhelor's Degree in,Education '

(7) AboVe Bachelor's Degree - othee than Education

CHECK TEACHING EXPERIENCE

(1) No
,

Teaching Experienc? (4) Heive taught two to
,

(i2). Have taught one semester five years,

or less (5) Have'taught over fiVe
3) 'Ave taught one year -years

.16

tRECK PRESENT. TEACHING RESPONSIBILITY'

1) Full-time teaching, Part-tIme teaching
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INSTRUCTIONS FOR COMPLETING THE TASK INVENTORY

Carefully read each of the task statements ltt,ed below and on
the following pages. Then rate each task which parl7time occupa-
tional instructors (those who normally hold full-tiie jobs in
business and industry during the day and teach on a part-time basis
in thelate afternoons and evenings) should be able to perform,
have competency in, and knowledge of, to be considered effective

instructors':

Rate each task by placing a number 1, 2, 3, 4i- or 5 in the
column labeled "Importance" which most clearly estpaates the
importance and use of the tasks it relationshipto the total list
of tasks in that Activity Sed on.

At the end of each section, in the space provided, write in
and rate any additional tasks which you think part-time occupational
instructnrs should be able to perform, have competency in, and
knowledge of:

PART-TIME OCCUPAT ONAL INSTRUCTOR: T_ INING TASK INVENTORY

=

Listed below zressix major Activity
Sections and a list, of specific tasks
under each Rate each task which you
think part-time occupational instruc-
tors should be.able to perform, have

/ _competency in, and knowledge of.
Add additional tasks which are not
listed, then rate the tasks you
have listed.

MPORTANCE

1. Not important
2. BeloWoverage in importance
3. Average in importance
4. Above average in importance
5. Highly important

ACTIVITY I. ORIENTATION A NTRODUCTION

No.

1.

TASK STATEMENTS
Part-time Occupational InstructorE
shonldbe. able to: ,

Explain and carry out school
iolic-

Maintain appropriate student an ,

school records.
3. _aintain appropriate financial

account_
4. Prepare and subm _ require

eRorts.
5. Identify certification requ -

ments for part-time occupational
,

instructor.

4 2
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PART-TIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

ACTIVITY I. ORIENTATION & INTRO-
DUCTION (Cont'd)

IMPORTANCE

No.j TASK STATEMENTS
Not important

2. Below average in importance
3. Average in importance
4. Above average in importance
5. Hi h _111 ortant

Part-time Occupational Instruc-
tors should be able to:

Explain the major purpose of
a communit/421_

7. Formulate a Oilosophy of
j2s_alpational education.

8. List and explain goals and
objectives of occupational
ducation.

. Describe differences ahd simi-
larities between community
college and private school
occupational education.

10. Describe differences and
similarities between commu-
nity college occupational
education and industry/
business tainin o: ams.

11. Define selected occupational
education terms

12 Identify and list responsi-
bilities of part-time occu-
TAao_nal instructor.

13. Identify and discuss qualities
of an effective instructor.

14. Identify and describe problems
faced b a -t me instruct°

15. Explain principles o adult
education.

16. Explain importance of being
e.ared.

17.

18.

Work effectIvely with
uperVisor and administrator.

Identify and describe respon-
sibilities for guidance of

dents.
19. IntervIew and counsel students
20. Compile and use occupational

information in odunselIng
uden s.

4 3
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PART-TIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

ACTIVITY I. ORIENTATION & INTRO-
DUCTION (Cont'd)

IMPORTANCE
---

No TASK STATEMENTS
Not imi;oltant.

2. Below av rage in importance.
3. Average in importance
4 . Above average in importance.

H hi Imiortant.

rart-time Occupational ns uc-
ors should be able to:

21. Determine employment oppor-
tunities.

22 Identify and describe prin-
ciples of human relations
applied to faduity and
communi

23. Build.community support
occupational proErams.

24. Interpret occupational pro-
grams to fellow educators
and/community.

25. Works effectively with labor
and Mana ement 1 u s

26. Identify and describe role
adviso 'committees.

27.

28.

2

0

4 4
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PART-TIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

ACTIVITY II. -LEARNING & TEACHING . IMPORTANCE

No. . TASK STATEMENTS .

art-time Occupation-al Instruc-
tors should be able to:

1. Not important.
2. Below average in importance.
3. Average in importane.
4. Abbve average in importance.
5. Hi hl- im-ortant.

Identify, list, and explain
. principles of learning._
identify and explain theories
of learnIn a lied to adults.

3. Explain psychology of learn-
applied to adults.

4. Identify ways-in which adults
fearn.
Identi y and describe
characteristics of adult
learners.

6. Identify individual differences
in the learning process.

7. Diagnose learning problems
of adults.

8: _Ld_emit _y and explain senses
used:a-the learning roetss
Describe how adults learn
skills and knowled e.

10. IdentIfy and apply e fective
positive incentives.

11 Identify and apply effective
negative incentives.

12. Identify and explain the role
n helping adults reach educa-
ional maturity.

13 Explain the relationship
between occupational courses
and other courses.

14 Identify and explain traits of
instructors that effect

15.

16.

17.

18.

19.

20.

-
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PART-TIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

ACTIVITY III. PLANNING INSTRUCTION IORTANCE

No. TASK STATEMENTS 1. Not important.
2. Below average in importance.
3*. Average in importance.
4. Above average in importance.

. .h tent.

Part-time occupaEif Instruc-
tors should be able to:

1. Identi ou s to be serve
2. Identify programs to be

o anized.
3. Define instructional material

develo ent terms.
4. Identi y and select relevant

instructional materials.
5. Identify and obtain appro-

late human resources.
6 Plan instructional materials

oo erativ th others.
7. Analyze an occupation for

informational content.
8. Analyze an occupation for

mani ulative content.
alyze an occupat on for

attitudinal-cOnten /

9. Arrange content (learning
tasks) into an instructional
order.

11 Develop a course outline.
12. Develop an instructional

schedule for a semes er.
an a class sess on

14. Write lesson lans

15. Identify and list procedure
for writing performance

,

ob ectives. ,.,

, -

1 . Write ierforniance objectives.

7. Identify acceptable standards
of workmanship for entrance
into work.

18. Select and evaluate appropriate
assignments, activities, jobs
and . o e

9 Organize course content around
useful and meaningful experi-
ences



32

P T-TIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

ACTIVITY III. PLANNING INSTRUCTION
Cont'd)

IMPORTANCE

No
1

TASK STATEMENTS 1. Not important.
Part-time Occupational Instruc- 2, Below average in impor ante.
tors thould be able to: 3. Average in importance.

4. Above average in iMportance.

_

20 Identify and list procedures
for developinvinstruction
sheets.
Write Instruction theets

22. Plan and write a course o:
stud-

23. Identify and select materi_is
-suited_ to students' level and
interest.

. Select :and evaluAe -textbooks.
21 Identify and lisi advantages/

Uses of appropriate teaching
aids.

26. Prepare visual materials
_ransparencies,_etc.)

P-e are fli.-chart ma
- '28 Prepare s,lide

materials:
29 dentify procedures used to pro-

cure audio visual aids and
other teachin devices ,

Evaluate teaching aids and
adjust to demands of teaching
situation.
Assemble,equipment, sUpplies,
ett. for teaching _procesS.

ape presentation

_

360
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PART -T CCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY,

ACTIVITY IV. PRESENTING INSTRUCTION I ORTANCE

TASK STATEMENTS 1. Not important.
2. Below average in importance .
3. Average in importance.

14. Above average in importance.
[5. Highly important

Paff-time Occupational Instruc-
ors should be able to:

1. Identify and list tips and
ideas to improve teaching
effectiveness. '

. Identify and describe apprb
priate methods and techniques
for teaching occupational
sub-ects.

3. Follow lesson plans in
.resentation.

4. Present content using case
studies. _

Present content using illus-
lectures.

Present content using role
la in .

7. Demonstrate manipulative
skIlls.-

8. Effectively use brainstorming
techni ue.

9. Effectively use therquestioning
techni ue.

10. Lead rou d scussions.
11 Present con en _gra h cally.

12 Follow safe and acceptable
ractice in resentation.

13. Apply use of assignments,
exercises, jobs, and projects
in resentation.

14. Apply use of instruction sheets
n presentations.

15. Apply use of selected visual
aids in eresentations.

16 Apply use of slide/tape In
presentations.

17. Apply use of 16 mm film in
resentations.
Ob ain . ou. .a ici ion.

48
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PART-TIME OCCUPATIONAL INSTRUCTOR'TRAINING TASK INVENTORY

ACTIVITY IV. PRESENTING INSTRUCTION
(Cont'd)

IMPORTANCE

No.
_

TASK STATEMENTS 1 Not important.
2. Below average iu importance.
3. Average in importance.
4. Above average in importance.
5. lilAhly important.

Part-time Occupational Instruc-
tors should be able to:

19. Conduct sessions using group
instruction approach.

,

20. Present content tO groups
with wide chronological and
mental age range.

21. Provide for wide age and
com etenc back:round.

22. Follow individualizing
a.iroach in teachin .

2

24.
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P T-TIME OCCUPATIONAL INSTRUCTOR,TRAINING TASK INVENTORY

ACTIVITY V. EVALUATING INSTRUCTION I _ORTANCE

No. TASK STATEMENTS .

Part-time'Occupational Instruc-
tors should be able to:

1. Not important.
2. Below average in iWportange.
3. Average in importance.
4. Above average in importande.
5. bl- -tent

1. Identify and Aescribe pur-
ose of evaluation.

.2. Identify types and uses o_
evaluation devices,- (tests),
etc.

EValuate evaluation devices
tests).

_. Plan and initiate an
evaluat* rocedure.
List and describe criteria-
for effective tests.

6. Apply criteria totest con-
struction.

7. Write tests'to evaluate
information content. '

8. Write tests to evaluate
mani ulative content,

_9 EValuate student achievement._
10. Evaluate against expectation .

levels.,

11 Construct and use objective
A

testa.
Construct'and use easa- test

13. Construct and uee performance
testa.

14. Construct and use rat scales.

15Develop and use observation
techniques._

16. Develop and maintain progress
chartsand records of student
achievement.*

17. Compile.questions_into
or anized test format.

18. Select and evaluate
commercial testa.

19.-Computes_rades!
20.
21.

22.

50
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PARTTIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

ACTIVITY VI. MANAGING INSTRUCTION flORTANCE

No
=

TASK STATEMENTS__ 1. Not important,
2. Below average in importance,
3. Average in importance.
4. Above average in importance.
5..4.1.gillYirLIPLcittL____-__

Part-time Occupational Insttue-
tors should be able to:

1, Develop,safety consciousness
, in students ,toward.safe

practices.
21 Develop appropriate students'

attitudes toward tare and con-
servation of equipment and
su lies.
Establidh classtmm_Erocedure,
IdentIfy techniques and

inciples of classroom and
udent control.

Akntify and develop proce-
dures to solve classroom
_problems.

6. Plan for and handle the
rebleni\student.

7. Identify\student dropout
_roblem.

8 'Assist students in identifying'
and resolvin\ : roblems.

9. Establish and\maintain accept-
able standards\of disci_line. ,

10. Develop apprecUtion of good
workmanship in stUdente,_

11. Describe procedure\fot and ,
establish rapport with
students.

'

12.

13.

Motivate students to acqu re
skills_and knowled e

.

Stimulate student Interest
in learnina._

14. Plan for and motivate studen :
in out-of-class activities,\

15. Complete requited written
re orts.

16. Select and orderispecial
matetials, supplies and
e ui,ment.
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PART-TIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

ACTIVITY VI. MANAGING INSTRUCTION
(Cont'd)

IMPORTANCE

No TASK STATEMENTS 1 Not important.
2. Below average in importance.
3. Average in importance.
4. Above average in importance.

Hi hl .lm'ortant

Part-time Occupational Instruc-
tors should be able to:

17. Mainta±n ro-ection e.0 .ment.
18 Maintain duplication equipment,
19. Organize procedures for main-'

tenance of tools and e uipment.
20. Maintain tools and equipment.

_

21. Develop and follow procedures
for stora-e control.

22. Describe and follow acceptable
housekeeping practices in the
sho and classroom.

23.

24.

25

26 . -

27.

2 .

5 2



INNOVATIONS IN STAFF.DEVELOPMENT
AT THE

LOS ANGELES COMMUNITY COLLEGE DISTRICT

Leslie Koltai
William D. Allen

California

The Los Angeles Community College'sStaff Development program- waS
estabasheci in 1975. During that year, theDistrict hosted several
workshops and in-service training programs for itd employees. -Thia

paper will foeus On two-of the staff development programs:-the
Administrative Intern Program, a.- District wide project; and an

industry Exchange Program, instituted at Los AngelesTrade-Technical
College.

THE ADMINISTRATIVE INTERN PRdGBAM

The Administrative Intern Program's primary objective isto r-

vide an opportunity for permanent, oertificated and classified
employees., inexperienced in administration, to gain training and
experienC:e useful in prep,wing them for entry7leve1 administrative

positions. A secondary objective is to assist the District in its.
affirmative.action effort to have Oalified minority and women candi-

dates available for administrative poeitions.

To be eligible, applicants Are'required to'have earned a master
degree or an equivalent advanced 'degree and have either two years of

full-time'experience in aecredited .institutionsof higher'education:
or two years of full-time experience in adminiStrative or management

positions in business, industry, education,-or government.

'The seleetion of candidates is made by an intern Steering and'
Selection COMmittee, composed.of the nine college presidents or their

designated representatives.and the Director of,Human DeVelopment.
The.selection ia made on the committee consensus of the top ten candi7
dates. ,In 1975 there were five women and three minorities Among the

ten candidates.

The internship is for one. academIc aethenter. Interns are under

the direction of the college presidents and the Vice-Chancellors for
interns assigned to the District office. The program includes related
assignments in problem analysis and decision making, management of

time,, motivation, and other management practice's. It it3 designed to

provide realistic, practical content and integratidn of theory of
community college.admfnistration, and is tailored to ,individuai needs

5 3
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wherever possible. A -plan of objdctives to be achieved is established
jointly bythe'president.and he ntern at the,beginning of the program.
This plan is the'donsonance with g4dance supplied by the Internship
Steering and Selection Committee, aiid will encompass responsibility
for specifit learning objectives and for, epecfic management tasks to
be accomplished. .Concurrpntly, all-interns,Meet once a month to
explore the rheory of community college administration through;'
assigned readings,.seminars,,lectures,,and reports..

/

At the end of the program, an evaluation is requested of each
intern, and each participating president These evaluations indlude,
statementsi_dentifying the degree to .whic District objectives,were'
met, the strengths and weaknesses of the program,iand specific recom-
mendations to improve the effectiveness of\any sasequent iiitern pro-
gram. The Internship Steering and Selection Committee prepares a
report and analysis of the program at the end of the internShip cycle

1and an evaluation at the end of the year.-

The intern iS evaluated by tile preAident .ihroughOut the program
and specificAlly and formilly.atthe end of the internship.. ,EvaluAtions
are also provided by.each dean or-division head to whom the intern is
asSigned and theSe reports become part of the overall evaluation.
Exit interviews are held with each intern by the internship Steering
and. Selection Committee. These evaluations become part of the
intern's personnel folder. There will be alive-year-follow-up made
on each intern who completes the program toetermine hoW suteessful
they 7

A
e in moving-into-the-areas of administration..

The es. timated Cest of this program per intern per eMedte
$10 opo

1

USTRYEXCHANGE PilOGRAM

Los Angeles Trade-Technical 'College .has nearly250' full-time
instructors functioning in o4;er 67 occupational curricula directed
towards immediate employtent. Many of these occuPations have been
unddrgoing rapid technologicaIchangesand instructors need tn,dork-.
stantlyrenewtheir skIlls nd knowledge of .new industrial. practices.
The College established/a staff'development program by which partici-
'pating instructors updated experiences in.the business or industryof
their teaching area. /These experiences updated the instructors' own
skills and -knowledgeof neW processes and equipment by.observation'of
the operation of a-Kost'coMpdny and its personnel': This enabled them
to study new procednres, personnel re4uirements, and employment trends,
asIgell as learn present cost factors in labor and materials and note
current business philosophies. This inforilation was then incorOorated
into subsequent classes taught by the instructor and (Lisp shared with
his peers The written reports aSked of each person in exchange was
of value to both college and industry.

5 4
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The selection of applicants for the first Industry Exchange pro-
gram was madosbn the basis of a subjective interview in which the
applicant presented. a list of his or her objectives.to the Project
Director and the Dean of Instruction. Nine instructors were chosen

from the following programs: Culinary Arts, Electronics, Nursing,
Aviation, Photography, Drafting,.Intensive Care, and Printing. The

.
instructors were sent tnto,industry for a six week period. By

remainingemployees of the Los Angeles Community College District
and drawing their regular teachers' salaries, the instructors were
able to have more latitude co search, investigate, and explore more
areas than they,otherwise,would have as industry employees. For

example, a Cul(nary Arts participant worked in several establishments,
each ot ahich offered a different instructional facet. He spent some

timd'in a large hotel following through die catering of a large con-

vention. He also spent some time in the specialized culinary proble s
of a private club: In addition,Alaving spent a week in a relatively
new restaurant of the traditional type, he learned recent developments

in new areas. Similar situations were involved in his other assign-

ments .

Finhl evaluation revealed that no single employer could have
offered this breadth of experience.

Each participant was asked during ;he following school year Io
give a report of the method in whichlthe new infermation was
incorporated into the curriculum arid:the resultant student reaction.

Also, the, manner in which the instructional program was shared with

,other instructors in each area. In all case, the instructors
reported that many changes had taken place in their industries. Most

of the, instructors either initiated changes in their teaching
methods or recommended changesin their departments' curricula to
better train students in skills currently in.demand.

The project budget for the Summer Industry Exchanie Program as
$20,000 to Cover the salaries of 9 instructors for six weeks.



STAFF DEVELOPMENT AT DE ANgA COLLEGE: AN EVOLUTION

JAMES S. LUCAS
STAFF DEVELOPMENT SPECIALIST
DE AMA COMMUNITY COLLEGE
CUPERTINO, CALIFORNIA

De Anza College staff has been active in Staff Development from the

moment the College opened for regular classfis in 1967. In a somewhat

evolutionary growth the Staff Development Program came into being. The

President of De Anza through this evolutionary growth continued to ex

press a keen interest in Staff Developrpent and in 1973 addressed the

faculty with this statement.

.The enlarging of talent throuah a well-conceived, well-planned pro-

gram of performance appraisal and staff development is an absolute must

for the future. A. growth-inducing environmeAt will encourage lifelong

learning by staff where each individual can assess his.strengths ane

weaknesses as candidly as he wishes, secure in the knowledge that a

developmental program is available to assist.

The program that evolved Offered to all staff members of De Anza

College the following services.

Individual Projects

Through the Office of Continuing Education, individual staff

members may secure 1-6 professional growth units for discipline-related

Projects approved by the Staff DeVelopment Committee. Application pro-

cedure includes:

a. Faculty member subm ts request foto SDC,

b. Request reviewed by Division Representative and Chairman.

Approval/Disapproval, results fr

41
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d. Upon approval, saff member enrolled in appropriate 300-level

Social Science course.

Worksho d Seminars

Workshops and Seminars may he both developed by and participated

in by De Anza Staf. In addition to specialized workshopsi the F.D.C.

_ponsors each quarter through Continuino Fducation, a series of wo k-

shops deal ng with generic educat' nal concerns. From 1-4 units may he

earned f_- each workshop.

Sabbaticals
_ :

Professional development leaves are qraited to faculty who have

taught for six -_onsecutive years. As a general rule, sabha icals are

offe ed for the following periods: one, two and three quarters. Those

with accumulated teaching expe'ence beyond six years, will be aiven

preferential consideration for length er sabbaticals. Application for

sabbatical leave may be made through the Office _f instruction.

Travel/Conference

This program encourages staff mei _o visit other educational

institutions, people or facilities in order to secure/share ideas,
.

(b) 'build subject matter expertise, (o) provide a More positive out-
.

look toward one's position, duties, and responsibilities, thus strength=

ening one's personal commitment to De Anza College. Application may be

made through'either the DiVision or the Office of instruction.

Research and InnovatL_n Grants.

The purpose of these grant- is to stimulate and support innovative

educational projects that go beyond the budget and responsibilities of

division and-- isting programs. Specifically, improvement/evaluati n

of in-truction and development of innovative course materials are of

57
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particular interest to the R&I Comm ttee. Applications may be made

through thoOffice of Institutional Res --ch.

New Faculty Orientation

New Faculty members ar introduced to pertinent information about

De Anza through a series of eleven workshops conducted under the auspices

of the Instruction Office. The workshops include discussions of regis-

ion pro edures, the Collo e physical p ant, faculty responsibilities

and support services. ine unit of salary credit is awarded for partici-

pation.

Reassi ned Time

Reassigned Time Grants for instructional Change are awarded during
44r

the winter quarter for two faculty members in order that each can:

(a) redevelop along experimental lines a course which he is presently

teaching, (b) 'cleVelop an in-service course for personnel in his aqa-

demic area so that new, developmental skills can be shared.

The application deadline established by the Instruction Office is

w early October,

This comprehensive list of services has been plemented mainly by

the Associate Dean of Continuing Education and four committees: Faculty

Development Committee, Professional Growth Review Panel (classified

employees), Research and Innovations (internal grant )\and Sabbatical

Committee. If a staff member wished to avail himself/herself of the

services it fteceseitated contacting the appropriate person. While the

serv"ces were quite cOmprehens ve and the College's orientation was

toward orofessional and personal growth, the c- rdination and impact

upon the policies governing the institution were limited.
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With these limitations in mind, the administration of Do Anza

College hired a Staff Development Specialist in the 1975-76 academic

year. The task before the Staff Development Specialist was hot one

evolving an SD program so much as it was to develop a staff learning

environment that would-enable the accomplishment of the College's

purpos'es. The means of accomplishing this end was stated in a brief

philosophical statement entitled "An Operational Philosophy for Staff

Development."

staff Development is usually seen as a means to "develop the staff"-

in some direction that someone (usually an author ty figure) conceives

-
as the "right" way to go. This sort of thinking is. usually implemented

through the, medium of mandatory workshops, donferen,es and in-service

courses. The usual staff reaction to being "developed" is for the

nombers of,the organization to build "counter-development" syste s that

will at-least neutralize the developmental effect. Perhaps there are twO

morals to be learned from this experience; one being that no one will

change if pey don't have a sense of ownership in the change process,

and the second being that change doesn't occur as a result of the actions

of one component of the institution.

Staff Development is only-one part of a total orgahizational plan

that is supposed to effect an on-going institutional program of develop-

, ment and i-enewal. To expect that Staff Development can reform or change

the total institution's staff is folly. This is espec ally tru 6 if the

organizational environment continues to remain relatively static.

staff Development is to have a successful impact itcannot be isolated

from, or be cont ary to, other policies or procedures of the institutiOn.

4
In short, Staff Development is one component of an integrated effort to
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planned systematic development of the institu_ on.

The notion of putting-Staff Development into the larger whole of

Institutional Development enables members of the organization to focus

,their concerns regarding change to the total working environment of

Institutional Development, rather than-having a focus on the malfunctions .

that occur through organizational operations. The centering of the

staff's concerns to these malfunctions is usually a non-productive en-

deavor as it does not lead to the underlying causes of the malfunction,

but leads to survival tactics of the malfunctioning agency. Keeping the

focus off:the malfunctions and redirecting the staff's concerns to re-

newel and accommodation of change can prove to be a more effective means

for people to reach satisfying and productive working environments.

When Staff Development functions,as a component of Institutional Develop-

ment then it can be an agency oriented to its members' needs sensitive

to their feedback and dedicated to the notion that individuals of the

organization may seek ways, means and alternatives to make their working

envi onments more productive and more satisfying.

In most institutions decisions concerning the staff development(
5

component have unfortunatelj often been made neither on the hasiS of an

assessment of goals (sensitive to feedback) nor on the basis of an as-

sessment of the members (oriented to members' needs). The decisions

were generally made upon untested and even unstated assumptions about

how institutions and people change. WOrking from-these assumpt ons,

decision-makers often constructed methods and technologies through which

the process of change could be implemented. In a member-oriented and

feedback-sensitive philosophy, an assessment of the member's need is

made which forms the basis of a given-strategy for change. The members,

or their representatives, in a member-oriented program are the p ple

6 0
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ponsible to recommend a -hange strategy. When the strategy is im le-'

mented it must be subjected to testing to see that-the plan of implemen-

tation does what the members of the institution expected. In this manner

the clients can be the basis for renewal through revision of their strat-

egy fdr change based upon actual data. Thus, the review strategies

individuals take regarding change is towards Institutional Development

and renewal and not towards one agency or individual without regarding

changing the institutional environment as well.

In summary, Staff Development is one component in,.a total program

Institutional Development. Its role must be one of assisting

dividuals of the institution to seek ways of creating a more productive

and satisfying workinq environment.. The members of the inst tution must

have a sense of ownership in both the decisions for:change and in the

means for hange. Strategies: for change mus, be subjected to a rigorous

system of management in order that the strategies may be tested and re-

vised. The notion of renewal can be implemented in the context of

Institutional Development, but not through renewal of a single component.

In the Fall of 1975 the .first step was taken to implement .the con-

cepts discussed in the above philosophy. The then existing Faculty

Development Comm recommended that an ad hoc committee be formed to

explore alternatives for consolidating the comprehensive (and somewhat

disjointed) staff development activities and programs on the campus.

The recommendation was accepted by the committee members and the a_ci hoc

c mmittee was formed. The ad hoc eommittee addressed itself to three

major questions:

(1) Would the college and the staff benefit from a consolidation

program?;

6 1
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(2) Given an affirmative anSwer to the above question, wha, group

(standing committee, steerino co Mee, ad hoc committee)

could most effectively and appropriately explore the ramifica-

tion of consolidation?:

(3) What should be the specific charge of the investigating

co -ittee?

The ad hoc committee had several meetinas and out of these dis-

cussions game the following recommendations:

(1) That a consolidated college-wide program of institutional and

staff development be instituted (along the lines Of "An Opera-

tional Philo-ophy for SD).

\

That an ad hoc college advisory co_ ittee on Institutional/

Staff Development be created. It is reco ended that the

committee have the following membership: chairpersons from

the Research and innovation Committee, Mini-Computer Committee

(later it was changed to Sabbatical Committee),- the Professional

Growth Review Panel and the Faculty Development Committee,

Institutional Research Specialist, Staff Development Specieist,

and Instructional Development Specialist.

In a schematic sense the above recommendation appears as:

Ad Hoc Institutional
Development Committee

-nstitutional
Research

edialist

Instructional
Development
Specialist-

Chai Sabba ical

Chair:

aff MoVement
toward Insti-
tutional Peva-
'opment

Co_ ittee

Prof Growth Review Panel

Faculty bevelopment Commit

Chair: R&T Committee

6 2
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That the cormiittee present recommendations on ways in which

the staff development specialist may provide alternatives

for staff who wish to engage in personal/professional growth

activities, among wh oh may be such things as:

(a) Institutional development.

(b) Service in college/dis riot committee.

(c) Service on special task fore s.

(d) Work on a project supported-by an R&I grant.

(e) professional development through workshops/courses, con-

erences, visitations to other institutions.

As a final cut, the ad hoc committee believed that a definition of

staff development would be useful:

(1) As an aid to communications about deve opment among all staff

members.

(2) As a basis for clarifying policy on reassigned time.

) As a basis for-determinino how funds are allocated among

various kinds of developmental activities.

(4) As a basis for explaining to the Board and State agencies the

allocation of expenditures for Staff Development.

The ad hoc committee believed that only through a consolidated

effort in institutional staff development could the above aims be eal-

ized.

, The above recommendation_ in a position paper w---e presented to'tl-w

College's President's Cabinet, the Faculty Senate and the Classified Pro-

. fessional Growth Review Panel. All these'groups gave revisions to'the

plan and finally approval.. The approval was given with the following

added input for consideration by the, I/S Development Advieory Committee:
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Sabbatical and professional leaves should be a part of the

committee's consideration.

The nam "Institutional/Staff Development Advisory Committee"

should be changed. It was suggested that a more concise and

yet descriptive title be found.

The newly constituted co ittee should be the body to review

any items that concern staff development for all segments of

college personnel.

(4) A Senate Representative should participate as a member of the

committee.

A new flow chart should be developed to express the true re-

lationship and the Staff Development Specialist's positidn

should reflect the responsibility of those being developed.

( The Mini-Computer Committee not be represented on the

"umbrella" committee as it seemed the relationship between a

min computer committee and a committee coordinating institu-

tional development did not seemitoo strong.

The Institutional/Staff Development Advisory Committee met for the

first time January 21, 1976. The first task was to develop a definition

for Institut onal/Staff Development.

In summary it would seem safe to say that some ingredients of a

successful program of Instit ional/Staff Development have been met:

-an acceptance by the staff that such a need ex sts

. -commitment by both staff and administration to support,such a need;

-the'start of some clearly defindbl- means by which staff ma create

environments to accomplish the purposes in the College's mission;

7an assignment of responsibility for the program to _pecialists and

committee chairs-

6 4
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-involvement of all organizations in the planning and implementa-

tion of the program;

-some financial support.

There remains in the planning of an Institutional Development pro-

gram some Major ingredients which will have to be faced by the new ad

hoc committee:

-a program of assessment of the needs of the staff (currently the

Staff Development Specialist is interviewing people on a one-to-

one basis);

-a means of gaining sufficie- t support by staff to participate in

the program on a voluntary basis;

-a sufficiently acceptable reward system for participants in the

program;

-a plan by which the program can evaluate itself.

The evolution stated above took great energy by caring and at times

incredibly dedicated people: Such are the ingredients of any successful

program.

65



ARAPAHOE COMMUNITY COLLEGE
LOCAL STAFF DEVELOPMENT

PROGRAM FOR VOCATIONAL EDUCATION PERSONNEL

Douglas C. Gordon
Colorado

The purpose of this program is to provide a series of staff
development activities for vocational education personnel. These

activities are provided at various times during the year.

The following-topics are provided for in this program:

1. The identification and se.ection of voCational students o

jleed supportive services.

The training of faculty-to 'utilize and supervise para-
professional, tutors, classroom aides and lab managers.

A training course .to prepare persons te function as pare-
prefessionals, lab managers, tutois and classroom aides
in vocational programs.

A workshop on management development and teaching team
building.

5. Orientation information workshop concerning career develop-
ment. and education needs of vocational students.

6. Training workshop concerning teaching strategies and tech-
niques to incorporate self-esteem and concept building
for vocational students :into the instructionalkprocess.

Mediatjon of vocational courses of instruction.

Follow-up and accountability.

The process of contract learnin

PROCEDURES

A. Topic: The Identification and Selection of Vocational,
Students Who Need Supportive Services.

B. Objectives: Participants will be able to:
1. Identify students with learning problems who need

tutoring or compensatory education.

51
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2. identify resources available to provide assistance
to students.

3. The selection of students for tutoring and compensatory
education.

4. Relate learning levels and learning styles of studen-
to instructional materials and content.

Number to be served: Maximum 60 facUlty and adm1nstracors
from the community college, area vocational scheol and
public schools. (

Time required:
in October.

2 clock hours scheduled dur ng 1st week

E Resources needed:
1. Two external resource persons -@ $100 per day per diem

plus expenses.
Follow-up costs $20.00.

P. Evaluation:
1. End of workshop - report form - assessing satisfactory

completion of objectives.
2. Three month fellow-up' to determine frequency of

referrals, number of students referred, etc.

II, A: Topic: Workshop,- The training of faculty to utilize and
supervise para-professionals, tutors, classroc:4 aides
and lab managers.

B. Objectives: Participants.will be 'able to:
1.. Identify ways in which non-professional personnel can-

be used to augment their specific instructional
program.

2. Provide adequate =supervision of non-professional per-
sonnel including: job assignment, training, super-
vision and evaluation.

C. Number Served: Maximum 60 vocational education faculty
and administra ors'from the community college, area voca-
tional school4 and public schools.

Time required:: 4 -hours scheduled in October.

:Resources needed:
1. One external person @ $50 1/2 day

per diem plus expenses $10
2. Evaluationiand follow-up cost.$10.00

Evaluation:
1. End of workshop, evaluat_ n.
2. Three month evaluation of needs and effectiveness

survey.

6 7
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ToW: Training Course: to prepare persons to function
as para-prefessionals, lab managers, tutors and classroom .

aides..

B. Objectives: Participants will be able to:
1. Demonstrate understanding of tasks to be performed.
2. Operate A-V equipment related to instruction.
3. Plan daily activities with minimal supervision.
4. Demonstrate understanding of instructional/learning

process.

C. Number to be served: 20 individuals.

,
D. Time required: 20 clock hours - scheduled during October,

November and December 4 weeks 1,5 hrs. per week.

E. Resources needed:
1. Instruction materials including manual for Ion-

instructional personnel @ $4.00 per participant $ 80.00
2. Staff cost of producing materials

including manual $400.00
3. Staff cost for instruction $200.00
4 Evaluation cost $ 30.00

F EvalUation:
1. Examinatlons of participant's insight into role, etc.
2. On job evaluation and follow-up.

IV. A. 'Topic: Workshop - ManageMent - Development and Teaching
Team Building

Objectives:
1. Build trust relationships among team members including

administration, faculty and support persennel.
2 Develop open agenda among team members.
3. Identify both individual and common group concerns

and problems related to work.areas such as:program
development instructional/learning precesses, lnst -
tutional objectives and priorities.

4. Develop ;strategies for probleresolving.
5. Initiate understanding of comprehensive open-door

community college.
6. Global perception and unders anding of State budgeting

process.
7. Global perception and understanding of State planning-

for higher e-ducation especially Community colleges
and 'occupational education.

Number to be Served: Maximum 46 Vo-Ed facultY and
administrators.
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D. Time required: 3 day retreat workshop"at _suitable
location. Scheduled in October for weekend-- Friday,
Saturday and Sunday.

- .

Resources needed:
1. External resource person @ -100 per day.pet diem

$300
plus expenses $600

2. Expenses - Room/board and meeting facilities $1800.00
3. -Materials.- $60,00.
4. Resource pereons froth local univets1ties,'State Board

and J.B.C. - $450.00
5. Evaluation costs - $40.00

Evaluation:
During workshOp

.

1. Daily evaluation and reation session.
2. End of workshop evaluafion check she
3; On campus - follow-up session.

fi

V. A. Topic: Orientation inforMation Workshop concerning career
development and education needs of vocational students.

P 0

B. Objectives: Participants will be able to:
1: Un.derstand purposes and objectives of career develop-

ment activities.
.

2. Identify ways in which career education can be
incorpocated into teaching process.'

3. Indicate,resburces available for career education
and development.

4. Identify procedures for getting students together with
available resources.0

4
Number to be served: Maximum 60 Vo-Ed administrators.and
fa'culty froM the community .coliege, area vocatidnal schools
and public schools.

Time required: 4 clock hours.

Resources needed:
I. Materials cost - $15..00
,2. Evaluation - $30.00 ,

Evaluation:
1. End of workshop questionnaire.
2. Career development/education activ1tyand utilization

'study.

fi
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VI. 'A Topic: Training Workshop: Concerning teaching strategies
and techniques to incorporate self-esteem and con
cept building for Vo-Ed students into the instru
tional process.

Objectives: Participants will:
1. Be familiar with one approach for values clarif1cation

which can b'e used in their classes.
2. Be able to use twO approaches to facilitate motiv tion

and attitude change in their classes.
3. Understand,the dynamics of self-esteem building.

C. Number to be served:. MaxiMum 60 faculty anUadmp s rators
from the community colleg , area wcational sChoOl- and
public schools. .

t ,

Time required: -8-10 c o ic hours scheduled in Jauary.

ResouiCes needed:
1. -2/Consultant/resou persons @ $100 per

diem plus expenses
2. /2 meals for particiPants @ $3.50 Per meal /

/

3. ['Evaluation cost - /

/
.

/

/Evaluation: I

1. Workshop question5iaire.
2. yre-post self-estrem studies in selected 1classrooms.

-VII. A Topic.: Awareness worikshop - Mediation of vo.ational
courses of i-struction.

$200.00
, 40.00

$420.00
$ 80.00

Objectives: Particip nts will:
1. Demonstrate'aware ess.of learning theo rationale

for various modes of instruction.
2. Identify 5our mecLa applications to in truction.
3. Be aware of ration-Le for mediation d resulting

instructional mode nE the community °liege.

A

Number to be served: MAximum 40 faculty and administrators
from community college.

D Time required: 4 clock hburs in March.

Resources needed:
Two outside resource perso
Consultant.fee @ $25,00 $

Expenses - $,0°.00

7 0
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VIII. A. Topic: Fo1low-1h and accountability.

B. Objectives:
1. Be familiar with state requirements for follow-up

and accountability.
2. Be familiar with accountability design as per PPBS.
3. Be able to use feed-back from follow-up s udies for

program planning.

C. Number to be serve6: Maximum-60 Vo-Ed faculty and-
administrators from thc community college, area vocational
schools and public schools.

D. Time required: 1 day 7-8 clock hours in April.

E. Resources needed:
1. Meals @ $35.0 - $210.00_
2. Evaluation $ 10.00

F. Evaluation: Questionnaire at end of workshop.

IX. A. Topic: The Process of Contract Learning.

B. Objectives: Participants will be:
1. Familiar with two formats, for s:tudent contracting.
2. Able to Write contracts based upon competencies.
3. Able to relate contradts to course and program

objectives. . =

4. Able to incorpmatei evaluation and grade crite
a learning contract.

a into

C Number to be served: Maximum 60 faCulty and administrators
from the community college, area vocational schools and
public schools.

D. Time required: 4-6 clock hours - scheduled in early May.

E. kesources needed: 1 meal @ $3..50 per participants - $210.00

F. Evaluation:
1. End of workshop questionnai e and action plan with

follow-up in 'Fall.

A. Direct costs
1. Personnel

Instruction
ConaultAts

Operating
Evaluation

BUDGET

71

Total...Costa

$ 200.00
1,960.00
3,195.00

0-075.00
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OBJECTIVES

Workshop: _Id_l_Ltifinarinvocational Students Who Need

Sup ortive Services

Each workshop participant will be.able to:

1.. better identify students with learning problems who need
tutoring or compensatory education,

better identify resources available to provide assistance to

students,

3. better understand how administrative support relates to sup-
portive services,

better identify teaching,strategies appropriate forsupportive
services,

5. plan and design improved progranuning to the local school.

VOCATIONAL SUPPLEMENTAL SERVICESTUTORING PROGRAM

GUIDELINES FOR_REFERRAL,
(One or more of the following):

1. Poor Test Grades

2. Problem in--*
a. Reading
b. Math *Must relate direc.tly to
c. Study Skills vocational program
d. Communication Skills

Need assistance with a Unit of Study
(1 or 2 weeks of tutering or:less)

4. Need assistance with the Course of Study
(Longer period of tutoring)

\

5. Irregular Attendance

6. Attitude Problems

7. Behavioral Problems

"On:the-Job" Difficulties

Other

7 2



STAFFDEVELOPMENT
AT

DELAWARE TECHNICAL AND COMMUNITY COLLEGE

John R.-Kotula
Delaware

Delaware Technical and COmmunity College is a multi-campus, two.
year Associate-degree granting institution of higher education which
provides academic, technical and continuing education opportunities
for youth and adults in the State of Delaware.

Rapid growth over the past eight years, from a one-campus-
system to a fourcampus college system, has ddthanded the recruitment
of staff froh vocational schools, secondary schools, industry, the .
military and other available sources. Conse'ently, there has been
.a continuous need for staff development over, the years whiAh is'
being provided for in the following manner:

Pre-Service Faculty Program
AACTion Consortium
Occueptional Teacher Consortium
Inservice Training Program

Pre-Service. Faculty p. _g.ram

Every August the faeaty members,of each Delaware Technical and,
.
Community College Campus engage in a two week Pre-Service session.
During the two week session the activities are devoted to curriculum
Planning and to the devglopment of new instructio/nal strategies.

To insure systematic curriculum planning in rhe multi-campus
institution, like departments fromLall campuses meo together during
the Pre-Service at a central location to share ideas and to coordi-
nate the curriculum planning. The joint meetings also serve as a
.catalyst to promote innovative ideas in currieulum, as well as in
the development of new instrucrional strategies. Carefully selected
consultants serve with he Deans cf InstructiQn as team leaders
during all sessions.

Plans and ideas created during the Pre-Service are implemented
during the college year under the direction of the Dean of, Instruc-
tion at each campus.

7 3
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AACTion Consortium

Delaware Technical and Community College is participating in a
consortium of 120 community colleges, private junior colleges and
technical institutes funded by Title III of the Higher Education Act

of 1965. The purpese of the consortium is to help the:colleges
develop and improvcprograms so_ that the colleges will be better

-able- to serve the academic and career development needs of the stu-

dents.

Specifically,.DelTech faculty development activities include
experiences to strengthen instruetion at the.fpur campuses cf the
college. The experience includes the participation-of 'a Dean of
Instruction in a seven day workshdp in which the identification and .
design of systematic instruction.and innovative curriculum develop-
ment wag the focus of the workshop.' As a follow-up to the werkshop,
participants visited exemplary programs at community colleges in
North and SOuth 'Carolina.

Sixteen Instructors, four from each of the campuses of,the
college, were selected to participate in a specialist traielng pro-
gram which meets two days per month for six months deration The

instructors were selected because of their interest in,individualized
instrUction and their leadership potential within each campus. The

training program helps the instructors to improve instruction design
for each student, to increase the use of educational technology, to
improve.instructional evalyation and to integrate instruction with
work-study and cooperative programs. AACTion staff, eonsultants
Sand staff of Delaware Technical and Community College areproviding
the training.. Once trained the sixteen instructors will serve as
instruetion specialists at their respective campuses in an effort to
implement and continue the-transition toward an overall individualized
instructional system.

STAFF DEVELOPMENT THROUGH DELAWARE'S
OCCUPAT °NAL TEACHER EDUCATION CONSORTIUM

Delaware's Occupational Teacher Education Codsortium (University
of Delaware, Delaware State College and Delaware Technical and
Community College) has provided an added dtmension te staff develpp-
ment actiVities at Delaware Tcchnical and Community College. The
Occupational Teacher Education Consortium continuously generates
workshops, graduate courses, and special projects on a state-wide
basis fcir fadulty.members at eaeh- campus.

One Occupational Education project that met with great,succeoc
was the ACTIONS project (Activities for Career Teachers in Indi-
vidualizing Occupational Needs of Students). The project enabled
instructors to design' and'utiltze 4n individualized insteuctional
approach in meeting theoecupational needs of students. Each parti
pant enrolled in two special graduate or undergraduate courses,

7 4
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depending upon their individual circumstances If desired, the
courses were applied toward degree requirements at the University
of Delaware- for their respective programs. The first course was
offered during the Winter Session. The special course consisted
of five instructional modules covering the following topics
(1) developing, (2) implementing, (3) practice, (4)' evaluating,
and (5) preparing modules.

After completing the Winter; Session, each participant imple-
mented the prepared instructional module in their campus system
during the Spring Session. In addition another module was developed
which required the assistance of another instructor. The project
furnished on-site consulting assistance, the necessary software,
and printing or reproductionof the modules for field -teiting..:

The ACTIONS project met with such great success in the past,
that it is being offered again to give an opportunity for greater
faculty participation.

Inservice Traininz Programs

A wide divergence in background Characteristics exists in the
college staff population. Th college curricula includes:" (1)

CollegeTarallel, Programs, (2) Technological'Specialities (3)
Related Studies, (4) Pre-Technology courses., and, (5) certificate
courses for upgrading. These varied areas of instruction demand
differing kinds of preparation in terms of academic and experience
orientation at the time of employment. Educational level of staff
ranges from two-years of college to the master's degree, and beyond.
Successful occupational experience ranges from none for many aca-
demicians to extensive experience for the technologiat With suCh
diverse staff background, the staff development task'is a definite
challenge to the college leadership..

Continuous inservice programs have been 4eveloped to meet the
assessed .needs of the diversified staff. Most.staff have had little
or no prior training in individualized instructional-systems-or-
other innovative instructional methods. Inserviee training programs
are conducted to familiarize all faculty 'with the advantages and,
to provide basic understanding of such 'systems. Selected staff are
recoiving 'intense training in developing individualized instructional
systems. This training is conducted by the use of consultants and
DelTech personnel and is'scheduled throughout the year., At DelTech,
it is believed that effective- instructional improvement programs
must function on a continuing basis.

It is imperative that skilled technicians' who have industrial
or business experiencecontinue to maintain and update their skills.
and technical knowledge after having been' employed as an instructor
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the college. How to pr_vide thls opportunity has concerned both
faculty and administration at DelTechever since it opened its
doors.. The college has been able to placer-a limited number of
instructors in paid positions in industry during the summer months.
Exchange programs with a few industries have prOvided additional
experience for instructors during the academic year.

7



STAFF DEVELOPMENT AT MIAMI-DADE cor -NITA' COLLEGE:
A BRIEF OVERVIEW

Alberta Goodman
Florida

During the-1968 Special Sessidniof the Florida legislature,
Senate Bill- 76X (68) was enacted which provided funds for a program
entitled Staff and Program Development. The purpose of these funds
was, and is, to improve the total effectiveness of the college .

curriculum by providing continuing .development and improvement of
faculty, staff, programs, and resources.'

In response to educational,.trends andpommunity needs, Miami-.
Dade.Gommunity -College decided to:use these funds in an effort to
attain its long-range institutional goals. Because each of our
campuSes serves a unique population, the Presidenit granted autonomy .
te each campus in terms of bow tp implement the college's goals.
At the North Campus of Miami-Dade Community College-, a long range

suPportive of the institu.tion's goals evolved.

During the first five years.of this effort, the Office of Staff
and Organization Development at North Campus,:which- reported directly
to and received support from.the vice president, offered workshops,
individual consultation,.expertise from outaide consultants., and
training for internalconsultants'to help the campus achieve its
goals. To meet the needs of the caMpus, this office grew from:one
person to a team'of, at one time, as many as five full-time:persons.
Under its director, this team provided the campUs with skills in
human relations, curriculum innovations, management by objectives,
and instructional support. The idea of the team was to have persons
.with complementary and:.diverse talents and personalities_in
be maximally effective in reaching as many of the staffaa possible.

As a result of a North Campus, organiiational.re-structure, the
role of the chairpersons changed; Comprised of representatives of
each area of the campus, the committee which proposed this aspect
of the re-Structure did so because it believed that the chairpersons
.th their faculty were ready to,be responsible.for the major role

in promoting, supporting, and evaluating instructional improvement.
en as therefore having accomplished.its purpose, the Office of

Staff and Organizational Development dissolved. The director became
once again a team of one, yet a member of ehe vice president's staff,
to work with organizational development issues; Dr. Alberta Goodman
became a team of one, and a part of the learning support system, to
work with curriculum and instructional support for the campus. This,

then, is the current organization.

62
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Having seen a very compressed and distanced history of staff
development at North Campus, let us now move to a descriptiba-br-the
present. First, this area is now called Curriculum and-Instruction
'Support. .The following are the:rationale and role'description for-
the person lending- such support:

RATIONALE:

It is the responsibility of the Curriculum and Instructional
litopott Person'to design and implement teaching and training

modules that demonstrate the content, value,Nalidity and
desirability of the Campus' instructional program thrusts.
This person will serve asa resource to all instructional
delivery systems in establishing new and/or experimental
courses-and- programs and in revising present offerings
This person will support workshops being conducted by an area
'and coordinate workshopS that involve more than one atea..- To
.this end,_responsibilities include: assisting in the design
and implementation of instructional activity that is in line
with-Campus objectives; gathering of essential research and
information for both use and public consumption;-

-assisting facultyto increase their instructional effective-
ness with respect to developing course packets and instructional
strategies.

SKILLS AND ABILITIES NEEDED:

1. A thorough understanding of the organization's goals
and aims.

2 Ability to construct a plan for identi- _ation of
instruCtional problems.

Ability to identify and distinguish between long and
short range- training- needs..

4. AbiliLy to write'clear training object ves to answer
agreed upon training needs.

5. Familiarity with various teaching methods and ability
to research current training material.

Ability to determine the'speciTic role of the instiuctor
as it relates to the student.

Ability to maintain concern for the specific problems
of faculty.

7 8
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1. To serve as a curriculum and Instruction consultant to
.all administrators and faculty.

To link withlhose members ineach delivery system who are
responsible for curriculum and'instrUctional development.

-To help all departments establish course and program
soals and objectives.

4. To help faculty develop a variety of instructional
strategies.

To gather data for in-house use and public consumption.

To coordin'ate all resources (materials and consultants)
in the Currieulum ind Instructional Development Program.

7 To facilitate any special projects or committees which
di ectly relate to curriculum and/or instructional.concerns.

To link with the Director of Management and Organization
DevelopMent in order to insure that management training
supports curriculum and instruction.

9. To work with the Director of Management and Organization
Development in the-development of any wOrkshops of a
cross-unit or genefal nature (such as the Student Leader-
shiP Conference).

IQ. Upon request to intervene as a process facilltato

Upon request to aid in team-building with faculty and/or,
other staff members.

12. To work as a team member with'representatiVea-fromthe
library-, the learning center and the aUid-Vi-aual afea'in
order to maximize our joint utilization of-one-another's
resources In support of faculty needs.

Reading through this r..1:tionale and role definition, one can see
the emphasis has'changed from that of pro-actively directing and
promoting change to that of assisting an.d supporting change. What
the office does now is discover via interview sessions the priority
needs of the various areas on campus, design methods to help meet
these needs, and implement these methods. The major constraint,
here, is that the office is comprised of only one curriculum person,
one secretary, and a small budget for material!) and supplies.

7 9
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The office extends, help to faculty, classified staff, students
and administrators on this campus in a variety'of ways. One is to
offer workshops. Depending on the needs of rhe client,:auch workshops
may be departmental or interdisciplinary. They may be offered. for

\ in-house credit toward promotion, for teaching load points, in
\exchange for some released time, or just.for growth. Attendance may
be voluntary-or-required by a supervisor; while the voluntary sessions
are:preferable, they cannot hope to touch all staff.- DeOending again
en the readiness level and needs of the area, and the time involved
for- the actual sessions, the workshops may emphasize one or more of
the following akills:

1. Writingbehavioral performance-oriented objectives

2. Preparing course packages

, 3. Evaluating courses

.4. Evaluating instructors

5. Human relations

6. -Teaching via alternare s rategies, such as:.

-imulations-and gaming
role playing
peer teaching and peer evaluation
modular' instruction
small task,group orientation-
use of filths, overhead projector, video tapes and
other media
Consensus decision-making
mini-lectures

7. Evaluating varying,strategies

8. rmplementing the open dbor philoaop
eolAlege

Managing and utilizing power effect_ -Y

the Community

10. PromOting affirmative action, minOrity awareness, Black
.contributions, etc.

11. Computer assisted instruction

12. Competency based instruction

13. Creative problem solving

14. Assertivene-- training
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Periodically during and.at the end of these workshops, I
receive an evaluation-from each participant which helps me. discern
What designs. Are working; what changes are needed, and how to better
serve the participants. These evaluations may be very general and
simply ask what activiries,.handouts, parts of facilitator style, etc.,
helped or hindered participants' learning; or they may bp very
specific and ask for reactiems through a- forced choice questionnaire.
In terms of the implementation in the classroom or other setting;
however, the office has no role in evaluating the participanrs. FOr

example, if a departent request a workshop on how to write cognitive-''
and affective objectives, I conduct the workshop for them and ask for
their feedback en it. 'The faculty themSeives and/or .the chairperson
of the dePartment is,then respensible to see that the participants

otjectives-for their-course-packages:to-distribute to
the students.

Offering workshops is only one of the waya that the offiCe
functions. Another way is to- e p in 171 a

exaMple, if a particUlar.faculty member wants te try out a new
exercise .in a. class, but does not know-how, I will attend the class,./
demonstrate the exercise, and show the faduity member how to utilfze
it. Similarly, if a facUlty member wants feedback on his/her teaching
effectiveness, I wiil obtain the objectives for a few-of.the classes,
attend them on request.as an outside observer; and share my per-
ceptions and perhapesuggestions with the:teacher after the classes.-
If I cannot attend, I may suggest that the instructor videotape the

j.clasSes, and then we will watch and discuss these tapes together.
In a different vein, if a secretary is having difficUlry.with a
supervisor, I am -available tO-hear the nature of the problem, keep
the consultation session coniidential, and help .the person.look for
problem solving means. Similarly, if two or mote parties are in
conflict, I may be'asked to help them confront one another and try
to resolve the conflict. Or if an administrator wants feedback on
how he/she comes across, I.may be asked to observe the persOn working
with his/her management-team, nd then to prOvidesome constructive
feedback. The major difficulty with this modus pperandi is the
pressure of-time. Obviously it is less efficient and less cost
effective to spend time with only.one person when the office might be
using that time for many more. Yet, this is time well ppent. Just

as some-students-do_not_learn_WPI.T,J.n.groupsome staff membere need. ;

individual help. Also, the office values sharing warmth-personal.-,--
contact,-and friendliness as-aids to promoting such-attitudes towards
the, Students and among the staff.

'In addition to offering workshops and individual consultations,
a role of this office.is to facilitate meetings 'on request. These

may be meetings of standing=committees, Ad Hoc task forces, or simply

meetings.of.two or-more people: As a facilitator, one helps the
parties involved-hear one another, stay on the issue, evolve and main-
tain a problem solving orientation, practice feedback techniques if
appropriate, level with one another if appropriate etc. One may also
gather agenda items, publish the agenda for the group bet re the
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meeting,.and synthesize the results of the meeting in written form

r the participants. Sometimes, depending on the nature of the

contract with the group;'..Ahe facilitator ma5yalao.offersome'
curriculum content information to the group's discussion.

Anotheevehiole which helps promote change primarily for,the

- faculty is-the Faculty'Resources and Research Center. This-is a

place where faculty'members can go.for'R and R (restand'relaxation),
have a cup of coffee,:chat with a'colleague, and be free from bells,
teiePhOnes, and the like'-for a while; since copiA of magazines, ,

Lapes, modular packages, simulations, books, games,-publishers
guides, etc.. are housed.here, a faculty membeecan also go here,f
R and R (research and xesources). Much as instructors develop .
individualizedlearningpackages for students, the office designed
'this area, as a self-help and self-paced learning support for faculty.
To give you a taste of its-flavot, the following is a copy cf . an open
invitatiOn to all faculty: =

MEMOR NDUM

TO:' Ali Faculty

FROM:

SUOECT: FACULTY RESEARCH AND1ESOURCES -CENTER ROOM 6 34

Alberta Goodman

you need a place to unwind, wOuld like a quiet research
nook, want to preview films, or would enjoy exploring varying
,teaching strategies with colleagues, the place for YOU is

6134,.FACULTY RESEARCH AND RESOURCES CENTER.

Housed,in this area are some simulation games, reference
materials, sample course packages,. tapes, etc. ,All of the
materials, here.are for you to utilize at your leisure. You
May also check-out items of interest for your personal use
and/or for.use in your classes

.Across the hall in room 6112, a research person will be .

available by appointment should you.wish to avail yourselves=
of their expertise in research. You would be gladly helped

, \-

with a MRP design, any prolect research, designing criterion
referenced tests, etc.' If I (Extension 4287) can help you
in taking a look at your courses, exploring different strategi
preparing evaluation instruments, etc., .1 will'be available
by appointment in:room 6112, too.

In addition to the.academic side of things rth'ought it
would be nice for us to have a lounge area away from our
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varit,uus rest i hi! it Los and, our telepaones. iherefore .

bought a co por' nd supplieS(all donations gratefully
accepted) for this area,. Together with the supplies are the
different styles of furniture in 61 34 which 1 hope will help

our "Iciun e" beeome a place for rest and relaxation for us.

Hours open for you'=o bro
a're:

. Monday through Friday

Ev

rel ', and or check-out matertals-
,

9:00 A.M..- 12:00 Noo
1:00 P.M. 4:00 P.M.

0
. ,

We're trying to get help.

Since this is a brand new "baby," I need all the help I can

get to allow it to grow up into a place that really serves

our needs. So, if you have any clourse packages, modules,
slimulations, relevant beoks, etc., which you'would bewilling
to house in 6134 so that.colleagues may shdre them, please'let

me. know. Also, I welcome your suggestions of any additio.
or changes to increase the effectiveness and utilization pf

our EACULTY,REEARCH AND R, :OURCES CENTER.

Pee.

Utilizing individual staff members' d'Xpertisb is anothex
cjitical element of the program. The -campus has- d vast array, of

talent, skills, and knowledge among its staf'f: 14hile itis difficult

to tap ali of these,resources owing to the size of*the operation and'

the limited supply of rewards, the offtce tries to discover particular
strengths that people l'rave, invite them to share these strengths with
others, and compensate them'for their time and effort in some way:-
Forturatelye.many people are willing to shar theix expertise without
fotmal reward; ree'ögnition!by itself seems sufficient. ,At this time;

however, the inStitution is'trying'to revamp itg reward system so as
to increase its effectiveness and fairness 141 thLs area.

InVolving and utiliiing .the pkills and abilities of people in\
the community, but not connected with the college, is yet another
waythe office uses to facilitate change. For exawiple, as women's

awarenpss has become an Lncreasingly important campus issue, the

office has hetped locate women lawyers; doctors, etc., to come to
campus, and bold seminars in their disciplines-for the campus commu-
n-iv. This linkage with the city and county benefits the campus in
.at least two ways: 'one, the campus receives (usually grAis) new
knowledge; two, the' campus can enlighten community members as to its
scope ondAirections.

0

Reading books and articles, previewing films and slide presenta-
tions, and listening .to records and tapes in'order to share the

relevant items of this batch with appropriate people on campus are



her functions of the oftice. When r rEnd i reallnewJilm on
advertising, for ample, 1 the Pirector ol MccOpational Careers
to pass it along. When I find:something worthwhile in print (which
may he legally re)roduced), I hae copies made,and tistributed to
people who may be interested.

Overalii in every activity in which tile office s involved, role
modeling ig primary. Therefore, if I am hoping thcq people\will be
More responsive to the needs of our stud ats, I trylto be rdsponsive
to the needs of the participants; if I want to promote the pa.rtici-
pants' ability to receive negative feedback, I mustidemonstrate my own
ability to receive negative feedback without becoming defensiVe.
Since a major part of my role involves working with' faculty inthe
area of curriculum innovations, it is also important for me to teach
a class whenever possIble as part of my stayLng to touch with where
our student body is at., and of my remaining empathetic with the needs
of facility.

Having viewed tho past and present, we look npw into the future.
_cause the nature, emphasis, and priorities of this office cannot

remain static, but must respond to changing needs 'of the client
systeM, it is difficult to say with any certaintyexactly what the
CurriculuM and Instructional Support Program may be for next year
at North Campus. In terms of the long range plans, the office
anticipates receiving requests for more workshops, materials, etc.
in the area of Equal Access/Equal Opportunity, and in helping to create
more interdisciplinary programs. The occupational and technical areas
seem to be expanding; therefore, they mny desire more help in the
next five years Chan they have,-say, in the last five years.

In terms of probl. -s and constraints in the real world, there
alio some faculty who continue to resist all efforts aimed at change.
somej chairpersons seem oblivious to their pow role in promoting change;
some administrators continue to forget to/Make any budget allocations
in-support of changebut in each case there are fewer than there used
to be. Moreover, as each department assumes responsibility for its
own improvement, this pebble-in-the-pond effect has the potential to

[

produce ever widening circles of growth.
-

In the future,,as, has been the case in the past and present the ,

office cannot be wedded, td any particular method or any narrow
philosophical position. Rather as a catalyst for improvement, or as
an ing'redient to help foster planned.change and growth, the pffice of
Curriculum and,Instructional Support will reMain open and-r'ady to
respond to needs of the campus clientele,anci community.

S



M RAINF VALLEY COMMUNITY COLLFG'
STAFF DEVELOPMENT PROGRAM

Richard D. DeCosmo
Illinois

For the first several years after the birth of Moraine Valley.
Cuiiiiiiin College staff development-focused chiefly on the selectien
of new staff members. Changing needs could be reflected in the
employment of now staff who could meet-those needs. Persons already
on the staff leamwd by experimenting and sharing what they had
tried. These activities ted to personal and institutional growth
particularly at a time when the coileyge was smaller than it is now.

As we become a large college with many educational programs,
sieable staff and a host of suppc systems for both staff and stu-
dent's, such an informal program of: staff development will not produce
the same results ft once did. Fnrther, the number of new staff hired
each year becomos only a small percentage of the total staff of the
college. Thus the North Central visitation team rightly stated the
following concerns in their rt.:port.

Lack of opportunities on a frequent basis for adequate pro-
fessional growth along disc iplinary lines.

Need for mor- comprehensive and stronger programs of staff
development.

There is a need f-_ review of in-service programs for staff.

The concerns expressed in this proposal are'not unique to
Moraine Valley-Oommunity. College. They are felt by many in higher
education generally and the coMmunity colleges particularly.

...programs for the 70's should focus on in-service educa ion.
Community-junior colleges employed approximately 130,000
staff members in the fall of 1971. Although most of these
staff members had completed their pre-service educational
eXperiences, all of them needed continuing ln-service educa-
tional experiences. (O'Bannion, 1972)

This concern has evolved into a serio s attempt to focus on staff
deVelopment in national workshops and seminars. In addition, many'
'individual colleges across the country are expanding and formalizing

their staff development efforts.

All staff members need to be able to partIcipate in programs
which will afford opportunities to study new ideas, see prograMs in

70
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opera t ion, develop u: skills or refine otd ones and find better ways

of _king t(lgCtIlel tO ICC(iIll)! ish the objectives of the college. The

rapid changes L;ikicig 'lace in community colie:qe education requires
the support of such a program.

With increasim ,ow developments in curriculum, ins ructional
technology, organizational patterns, facilities and equipment,
and teaching-learning styles, (many of which have been
developed by and for community-junior colleges), it is
imperative that staff'have opportunities to learn about and
to adapt these innovations to their situation, (O'Bannion
1972)

PROG1UM GUIDELI,NIES

The program for staff development is based in large measure upon
following guidelines.

1. The program should address itself only to the in-service
Portion of a staff development program.

2. The program should outline a framework -ithin which _ aff
development may occur.

The responsibility for _)ro essional growth rests with each
staff member. A program may only serve to facilitate that
growth.

The staff memberS themselves, through their representation;
should plan and implement the program subject to only
minimal institutional guidelines or policies. As a conse-
quence they should be accountable for their actions.

5. Where possible, the program should build upon the w rk 'done
during the preceding_year.

6. The program should,be flexible enough so that it can meet
both institutional and individual needs,

PROGRAM ACTIVITIES

The program will contain several different kinds of activities
which will promote both indivldual and institutional growth.

Learning_ Improvements Grants: These grants will be awarded Co
staff members who would like to try some new techniques Or
methodology in performing their present assignment. The grants
will be small (up to $1,000) and can be used for whorver
activities were approved. Interested staff members shall
submit proposals. Each proposal accepted will require the
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staff mmber to evaluate his liroject and to report his efforts
and results to the rest of the staff upon corm:Action of the
project. Grants will be given only for projects that a faculty
member has not previously tried and which can not be done with-
out some'small financial support not available through the
regular budget process. Ten thousand dollars should-be set
aside for this program.

On-Cam ..us_Worksho_s, Seminars and Mini-Courses Workshops and
seminars will be planned to provide large or small groups pf
staff members with opportunities to learn about techniques or
ideas in which they are interested. These Will be led by
external consultants or MVCC staff members _having special
expertise. The program of workshops and seminars will be
planned by the committees appointed to perform_this function
for-each staff group (faculty, administrators, support staff).
Eight thousand dollars should be allocated for the groups
collectively.

College Visitat_ion Prolram: After areas of institutional needs
have been identified, colleges which-have relatively successful
programs will be visited by teams of MVCC staff members to see
those programs first hand. Teams may include any number of ,

staff members up to eight and will b:4 a cross section of the
staff appropriate for such a visit. The team will prepare
and_submit a report to the rest of the staff. Where possible
_a team will visit several colleges in the .1rea of the selected
college. Seven thousand dollars will be set aside for this
purpose.

OffCam us Worksho s Seminars_and C.lnferences: Individual
staff members may request travel funds and professional leave
to attend these through the normal budget and allocation_ pro-
cess. No additional travel funds will be allocated for off-
campus workshops, . seminars and conferences through the staff
development program. The staff member must prepare a brief
wrttten proposal outlining the reasons for attending with a
report on the results of attendance. Tuition for-special
seminsrs,,workshops or conferences will be considered for
special funding if the cost cannot be born by the travel budget
for the cost center. Four thousand dollars will be set aside
for such seminars, workshops and conferences.

Tuition Reimbursement_: Staff members will continue to be reim-
bursed up to $25 per credit hour for.approved _courses taken at
colleges and universities.. Four thousand dollars will be
allocated-for this purpose.

FI2AIDILAdmin -ation: Each faculty membe." formally involved ,
in the plann rkg and implementation will be paid one.overload.
hour per semes.ter for working on the project except for the
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airman ol the faculty commlttee who will be granted two hours
overload each semester. kstimatod cost $7,000. (The over-

load hours will be in lieu of teaching overload hours.)

ORGANIZATION THE PRC

Faculq_Development Sub-Commit_tee: This committee will be made
up of one representative from each of the subdivisions containing
a significant number oe teaching faculty (A,B,C and D) and one
non-teaching faculty member. The meMbers will be elected by the
staff of their unit. The committee will elect its own chair-
person.

This eommi ee wi , be respo sible for administering the
following:

Learning Improvement Grant Program $10,000
On-Campus Workshops, seminars & min-cou 2,000
Off-Campus Workshops and seminars 1,000
Program Administration 7,00

$20,000

Manaument Develo -nt Sub-Com tee: This committee will be
composed of three administrators elected by the non-teaching
professional staff of..the college plus the Dean of instruction
and the Dean for Student Development. It will elect its own
chairperson.

It will be ponsible for the following programs:

On-Campus Workshops & Seminars
Off-Campus Workshops & Seminars

5,000
000

0,000

Y70.11 In-Service Sub-Committee: This con_ ittee will be made
up 0 hree persons elected by the Y.O.U. group. It will elect-
its own chairperson.

It will be responsible for the following pro

Ort-Campus Worksnops & Seminars
Off-Campus Workshops & Seminars

1,000
1,000

$2,000

Staff Developmen Committee: This committee will be made up of
of the three sub-committees and the executive

vice president .Who,will act as its non-vOting chairperson. *is
committee will be reSponsible for program review and-may re-
allocate funds if unused'-money.ip,available-fot're-allocation
and other programS dr eomMittees need additional funds. Such

the chairpersons
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re-allocation must have the uppi v of the approp
committee. Ft will, be responsible for preparing a plan and
budget for each fiscal year after the Ii rst, It will he
responsible for .evoluating the entire staf f, development pr -
gram outlined Lri-this report. In addition, it will administer
the college visitation program - $7,000.
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NEW FACULTY.ORIENTATION/EVALUATION
AT TRITON COLLEGE SCHOOL OF CAREER EDUCATION

Vernon Magne
Illinois

This description is based upon the material developed by
members of the staff at Triton College School of Career Education
for its New:Faculty_ Orientation/Evalua.tion handbook. The table of .

contents of that handbook is presented along with selected portions
of the content.
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NEW FACULTN ORTENTATI N/EVALUATION

CONTENTS

In truc ional Im rovement lgint_1(ja,.2

A. - rst Semester Meeting (Approximately Six Weeks
After Semester Begins)

B. Discussion with Dean of Students
J. Deficiency Notice and How Counselors Handl
2. Withdrawals
3. Student Data Available
4. Special Problems

C. First Six-Week Visitations
D. Student Survey at Conclusion of One Month 0

E. Visits to Other Instructor Classes
F. Videotape--Self-Evaluation= .

G. Selt-Evaluation Instrument-
H. Second Meeting--Mid-Term
I. Multi-Media Development "Pool of Outstanding

Presentations"
J. Preliminary Evaluation
K. Plan Developed in Response to "
L. Plan Tor Professional Growth
M. Final Evaluation
N. Multi-Media Development of "Mini-Instructional

Improvement Units"
-

Communiques Regarding Faculty
P. Other . . . =

II. Student Evaluat_ion Forms (Evaluation of Facult-)
A. Student Ratings of Faculty (AAUP Bulletin,

Winter, 1969, pp. 419-442)
Student Opinion of Teaching & Course (Sample) .

Triton'College Instructor Rating Scale (Sample)
(Pilot Study) . . . . .. .

III. Self-Evaluation
A= Videotape
B. Sample--Faculty Self-Evalaation Instrument.

IV. School of Career Education Classroom Visitation R ort
Form (Used by Administrative Personnel) . =

V. Course Outline Fo a _(Samje Ob'ectives) -

VI. Information Shee ho to Ask; Where to Find) .

ARFLIAL

(1) Listing of Professional Growth Activiti
and/or Opportunities

(2) Samples of Individualized Department
Evaluation Instruments. . = .. . ,

(3) Listing of Materials in Faculty Development
Center in the Independent Learning La,borat?ry
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INTRe..

The content of _this bulletin -_presentc, thoughts and ideas
expressed at Career Education Council meetings and In uo way sug7
gests unanimiy on all points. -There is, however, Unanimity in
one regard: lmprovemont of instruction is the single goal; and
emphasis is on s_noris, not requieements, stated , implied.

I. Instructional Improvement Activities:

A. First Semester Meeting. A meeting LA Career Education Chair-
persons, Coordinators, Asst. Deans and Dean should be held
for all first-year Career Education faculty approximately
six weeks after the first semester begins for the purpose
of: (a) discussing any instructional problems needing
attention,(b) reviewing handbook items that may have
caused questions in the 'past, (c) discussing reactions to
type of students enrolled, (d) reviewing utilization of
conference hours, (e) reviewing "deficiency notice" pro-
cedures, ( ) other items as determined by experiences.

B. Discussion With Dean o_ Students: The Dean of Students
should be present at the _irst meeting to discuss in detail
the .deficiency notice procedure., its importance in terms of
those studentsjiaving academic difficulty, and the use made
by counselors of this information. Also covered should be
the withdrawal procedure, use of general petition, svcial
student data available to all instructors upon request, and
other item5 as devetop.

fi

C. First Six Weeks Visitations: Dpring the first semester
(after approximately six weeks of the new semester), new
faculty shall have class visitation br: (a) department
chairperson or coordinator (b) one or more peers, if in
line with departmental philosophy; (c) administrator with
direct responsibility for specific area assigned. Any
evaluationS culminating from these activities should be
reviewed with the instructor within one week of the,
evaluation visit. A review should be made of the instru-
ments,used in the visitations.

D. Student Surv- atConclusion of One Month: A brief student.
survey of two or more classes* selected by the instructor
is recommended at the conclusion of the first month of
instruction. (*Certain health areas may find that only one
group may bo surveyed.)

If the instructor wishes, the results of this survey may be_=,
tu ned into the Dean of Career Education to become a part
of the instructor's official file. However, it is important
to emphasize that this would be totally up to the:discretion
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of the individual faculty. Some may wish to use a student
rating form, while others may feel this is not appropriate.
A decision on the part of the faculty member not to :se the

form, or a personal view that the evaluations should/be
used for self-evaluation only, will have no reflection upon
the faculty. (Samples, of two forms as well n a eompre-
hensive article from the AAUP are contained -I,: this
bulletin.)

E. Visits to Other Instructor :Classes: In order to:broaden
one's experience in a new instructional environment, it is
suggested that new faculty arrange to visit the classes of
three other instructors during the first half of the Tall
Semester. It is felt that viewing instructional techniques
of instruetors wha work with Triton students can be of
special,value. Approval, of course, must be received from
the instructors who would be visited. Some departments
may wish to request that:experienced faculty serve as
"sounding boards" who can provide special assistance upon
request.

F. Videota e--Self-Evaluation: Although many faculty members
have had a presentation vi-&eotaped as part of their student
teaching experience methods class, many have not used this
effective means of self-evaluation. Multi-Media has agreed
to assist any instructortwho wishes to videotape one or
more of his classes for self-evaluation purposes.

C. Sel Evaluation instrument: One area whieh has not been
.

used in the past at Triton College is a regular self-
evaluation instrument. The self-evaluation instrurvnt
developed cooperatively with Career Ed. Council aO first,
second and third'year Career Ed. faculty is included in
this bulletin. If a new faculty meffiber wishes to complete-
such a form and wlshes it to become a part of his official
file, this will be welcemed by the Dean of Career Education.
Again, a decision not to use such a form would have no
reflection on the faculty. member.

H. Second Meeting: ksecond meeting of the Career Education
Councilandnew faculty should be held shortly after mid-term
of the first semester- to review the same type of items dis-
c4sed at the first meeting only with the additional benefit'
of having attempted some of the evaluative suggestions,
experienced classroom viSitations, etc.

I. Multi-Media Develo ent "Pool" of Outstandin _resentationsl
Multi-Media should be requested to develop's "pool" of,out-
standing classroom presentations (on videotape) which 'Can be
reviewed by new instructors, part-time instruotors or anyone
else desiring to see outstanding education in process. The.

3
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,1nstructional improvement Committee should be charged with
selecting several such instructors for videotaping.

preliminaLy Evaluation: Any of the items above, relating
to instruetion and which are agreeable to the faculty
involved, will be included in'the evaluation session to be
conducted in December for each new instructor. For example,

with faculty approval, student evaluation, selfevaluation,
and professional plan could be included.

Any areas needing improvement should be reviewed with the
instructor at a conference comprised of the department
chairperson/coordinator, faculty member, and Career Edu-
cation administratbr(s).

It is recognized thatprior to the December meeting there
most likely will be a number of earlier meetinss at the
departmental leveL

K. Plan Develo.ed in Res onse to "K": It is recommended that
if improvements are deemed mutually desirable, such improve-
ments should be put into a written plan.

L. Plan for Professional Growth: After the conclusion of the
first semester, it is suggested that each new.instructor
develop a plan for professional growth, a written_indicatiOn
of what the instructor plans tO do co improve himself pro-
fessionally or his classroom presentations, materials, etc.
Again, if the instructor desires, this will be made a part
of his official file.

Final Evaluation: Final,Evaluntion of first-7year faculty
may include one or, more of the above areas, once again
requiring the inpur Of,the individual faculty on whether
or not he wiShes to have some of the suggested activities
made a part of his file.

Multi-Media Development of "Mini-Instructional Improvement
Units": Wilti-Media should be enc7Duiaged to develop "mini-

,

in;tructional improvement units" on testing and evaluation,
writing objectives, teaching echniques, etc., available to
anyone on the staff (full- o part-timd). In addition,
individual recommendations f- instructional improvement
resources (books, films, etc.) will be welcome as additions
to the professional resource holdings of the LRC.

Communiques kegarding Faculty: Following is the procedure
followed-by the School o- Career Education in terms'of
comments regarding faculty:-

9 4
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If the comment is favorable and frequently it is), a
memo is directed co the faculty member with a.copy to
the departMent chairperson or coordinator and to
Personnel for the perSonnel file. These memos nlso
become n part of the evaluation process.

If the comment is not favorable and it appears that
the person making the comment seems sincere, the gist
of the information in an oral complaint, or the commu-
nication itself, if written, is sent to the department
chairperson or coordinator for follow-up. If the type
of comment is such that it does not seem prudent to
reduce it to-writing at this point, the comment is
discussed orally with the department chairperson- or
coordin:Itor. Any further action is dependent upon the
follow-up procedure; and no official record is made
until a determination is made, based upon the follow-up,
Th-111-Thrtira-acThn dr reord is necessary.

Other: The following thoughts are presented as genera
ideas. Because of the wide diversity of individuals, these
may or may not be-of value:

(1) LI-Lparations) Where possible, it woUld appear desirable
to limit instructional assignments to three preparatic-s
for new faculty.

(2) E_xtra Assi_nmnts--Non-InsLructional : It would appear
desirable that extra assignments such as committee
work be reviewed with the department chairperson or
coordihator to discuss the implications Of the regular
instructional responsibilities. It is understood, of
course 1,

that final decisions rest with the individual
faculty member.

(3) Overload.: In cases where a new Triton faculty member
has har-no previous teaching experience, careful con-
sidera ion should be given,to the acceptance of an
overlo d assignment for the first semester. (Because.
of the negotiated nreement, this would have to be
strictly voluntary; (nd acceptance or requests for
overloads by any instructor must not be a factor in
the ev-luation process.)

udent Evalua on Forms (Evaluation_of Faeultg: This booklet
-contains an art cle, "Student Rating of'Faculty," written by
Wilbert J. McKe chie, Professor of Psychology and DepartMent
Chairman at the University of-Michigan, the evaluation form
which he, has developed, and the Triton College evaluation form
(preseotly used as "Pilot Study" and undergoing revision). The

1-e School Of Career Education regarding student
--formE use is reflected in I.D.

9 5
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Self-Eyaluation: Roth videotape and self-evaluation instrnments
have been previously discusseik Ono possible sylf-evaluation
is contained in'tho following.materials.

IV. School of Career EduCaOon Class_room Visitation Form (Usedhv
Administrative Personnel): One section of this bulletin con-
tains Cho visitation form used by School of Career Education
administrators iu their visits. 1hcre are -three major differ-
ences' between this form atuLtho one,which preeeded it:

(1) The form now reads visitation; not evaivation; (2) The
visitation form makes noattempt to assign a "grade such as
Superior, Average, Neeqs IMprovement; (3) Concentration is
directed toward such itemS as instructor planning, objectives
and how the instructor pjans to determine whether they have
been reached; physical aspects; instructional atmosphere
including a view as seen by a student, instructor reaction to
courseoutline,course of study,-textbOoks, etc.

Unfortunately, classroom visits frequently carry a negative
connotation, even though every effort is made to assure the
faculty that the visitOtects to observe a very fine
presentation. ,

In the final analysis, at least three persons are being con-
sidered during an evaluation: the instructor; the department
chairperson who was involved in tite selection of:the lnstructor;
and the adminiktrater (or adminitrators) who were involved in
the selection. Therefore, assurance should be e nlvidet that
quality education is what we expect to observe.

V. Course Outiine Format; A recommended cenrse outline format
and sample object.ives are also_ included. Both of`these instru-

I mpnts encourage the use of objectives of a pnrformance-based
nature. (The outline is '"recommended" as it differs from the
one contained in the negotiated agreement.)

VI. Information Sheet: A listing of who to'see and where to obtain
specific information is contained on Niges

r-

9 6



This form lyxperimeatal and is presently being -pilot ested" in about 16 classes, Revisions

will be made (.1nd a final form develqed. Initial results indicate need to reduce choices and

changelanguage in some questions. \

\

PILOT SION

.STUDENT OPINIONNATRE

TRITON EOLLEGEH

Course /I

Intructor

The instructor:

Semester

Fall Sprg: um.

Year

Very Very

Rrongly Strongly Strongly Strongly NO

Disagree Disagree Disagree.Agree Agree Agree Opinion

(CIRCLE ANSWER)

3 4 5 6 7
1, was well prepared for class

. 1
2

2. demonstrated comprehensive knowledge

ot subject matter 1 2

3. aroused and maintained my interest 1 2

4. used a variety of teaching techniques 1 2

5. communicated the course objectives 1 2

6. was readily available for extra

assistance both in and out of claSs 1 2

7. encouraged student participation 1 2

8. began class on time 1 2

9. finished class on time 1 2

The Textbook:

10. was appropriate for the class 1 2

IL was too easy 1 2

121 was too difficult 1 2

13 was required but had limited or'no use 1 2

3 4 5 6 7

3 4 5 6 7

3 4 5 6 7

3 4 5 6 7

3

3

3

4 5 6 7

4 5 6 7

4 5 6 7

4 5 6 7

3. 4 5 .6 /

3 4 5 6 7

3 4 5 6 7

3 4 5 6 7



Very Very

Strongly Strongly Syengly Strongly No

Disagree Disagree DisaAree Agree Agree Agree Opinion

The Tests:

(URCLE ANSWER)

14. were appropriate measures of how well

I was attaining the course objectives 1 2 3 4 5 6 7

15 appeared to be carefully prepared 1 2 3 4 5 6 7

16. were clearly worded 1 2 3 4 5 6 7

17. were administered too often 1 2 3 4 5 6 7

As a Student in'the Class, 1:

18. entered the class unpropared for the

level presented 1 2 3 4 5 6 7

19. found the class too easy and of no

challenge 1 2 3 4 5 6 7

20.was aware of yhat wds expected of:me

in terms of specific grades 1 2 .3 4 5 6 7

The Instruction Could BeImproved t:

21. additional supplementary activities

(guest speakers, field trips, etc.) 1 2 3 4 5 6 7

22. increased numbers of quizzes 1 2 3 4 5 6 7

23. improved communication of objectives 1 2 3 4 5 6 7

24. more examples of practical application

of subject matter 1 2 3 4 5 6 7

25. increased class involvement 1 2 3 4 5 6 7

4#100#4iii! 44 4 iiii* gggggg gli!lif@@@4@l4 gggggggg /@# ........ i.v@f* .... .. .



,26, What is your evaluation of the subject utter covered in the cogsel

1 2 3 4
. S , 6 6 , 7'

J Disliked Disliked Disliked hiked Liked Very/ ° Liken

Intensely Greatly Somewhat Somewhat Much Exceptionally OPinion

woll

27, How would you rate the instructor's ability to teach?

1 2 3 4 5 6 7

Very Poor Fair Good Egellent Superior No

Poor opinion

Now much do you feel you have learned from the instructor?

1 2 3 4 5 6 7

Aimost Very Little A F.air Very, A Great No

Nothin/ Little Amount Ruch Amount Opinion

How hard did you work in thit class?

1
2 3 4 5 6 ,

7

Almost Very Little A Fair Very A Greai No

No Effort Little

Effort

Effort Amount ,

of Effort

Much Amount of

Effort

Opinion

, 30, . s'the subject you are taking a requirement in your iajor?

1 2

Yes 'No

1 01

F 102



11, hsed on past edvatina1 experieaces, what isyour average grade for 'At conNewoW

3 5

In whAt age range do you fall?

: 1
2 3 ,5

18 or loss 1921i 25-15 11)-45 Wr
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SELF-EVALUATION
YOU AND THE SCHOOL OF CAREER EDUCATION

TRITON COLLEGE*

Irorour major professional interest is teachin

If you are eager to generate and utilize new ideas to improve
instruction...

If you'are willing to develop instructional objectives and help
devise methods.to evaluate student and instructor success in
achieving-these objectives...

If you enjoy worklng as a member o a

If you are willing to devote time to meeting with:students who
need extra prefesional assistance...

6. If you engage in 4 variety of professional growth and develep-
,

ment activities_ _"

7. If you serve as a model" for your students...

_THE_ goHOOL oF CAREER_EDucArIm -THE-PUCE-FOR YOU!-.

7

*Developed cooperatively with Career Educa ion Council and first,
second, and third year career education faculty.
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Section A
A SELF-ANALYSIS OF YOU

AS A MEMBER OF THE SCHOOL OF CAREER EDUCATION

1. If your majnr professional
interest is teaching...

a. Do you engage in continual
up-dating in your field?

b. Do you consider Triton
College your primary pro-

\fessional interest?

c. Do you meet with counterpart's
in other colleges to exchange
ideas?

d. Do you meet regularly with
industry leaders and/or
engage in industry adtivities
for the purpose of meeting
a- understanding industry

dir,-and trends?

Do you work with high school
counselors, instructors, and
students to develop sound
educational goals in
technical:areas?

Do you re-evaluate self
yearly with emphasis of
self-pride in job done?

If you are eager to generate
and utilize new ideas to
improve instruction..

a. Do you share instructional
materials and successful
classroom' techniques with
other instructors?

b. Do you utilize varied
instructional techniques,
i.e., field,trips, guest
opeakers, demonstrations,
multi-media, etc.?

106

1. Self-Analysis--
Professional Interest--
Teaching

Self-Analysis--Generate
and Vse New Ideas--
Instruction



Do you develop and implement
new approaches to instruct4on?

3. If you are wi ling to develop'
instructional objectives and help
devise methods to evaluate student
and instructor success in achievin
these objectives...

a. Do you prepare course
objectives in measurable
terms?

b. Have you dk (aped a compre-
hensive course of study?

c. Do you share objectives with
students?

Do you utilize quality, up-
to-date (three years old or
less) course outlines?

Do you utilize evaluative
instruments to measure
student attain:ent of
objectives?

Do you plan well for each
class and have daily,
objectives?

Self-Analysis--
Instructional Objectives
Evaluation

I.

4. If you enjpy working as a member
of a team...

a. Do yeti attend departMent
meetings?

b. Do you present recommendations
for improvements within the
department?

Do yeu . res-_ond to requestS
vLthin -required time so that

oortant items can be
e_ipedited?

107

Self-Analysis--Wprking
as Part of a.Team



d. Do von nccopl commMee and
sub-committee assinment-J?

e. yen.htiti proh!(.ms to Lhc

prompt attention ,i Lnotie /

who can resolve them?

r. Do voti make a poittve eoa-
rributi5n to cho general.
well-being of the college?

5. If you are wilting-to devote;
time to meetinT with students
who.nood e7-:tra prefessfonal

ass'istance...

a. Do you post office hours and
keep them, barring an
emergency?

b. Do you encourage students
Take appointments (Triton
counselors and supportive
services; faculty conference
hours)?

a

5. Seit-Annlysis--
Assisting Student's

6

6. If you engage in a'variety of
professional growth activities,

a. Do you enroll or plan to
enroll in formal jourses

ivailable?

b. Do you participate in work--
shops, seminars, etc.?

O. Do you belong to professIonal
organizations relating to
area Of specialization?

Do you read professional
journalsi

_. Self-Analysis--
Professional Growth

a

108
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7.- If .you.serve as a 'model" for
your udents...,

Do you present personal
appearance repreeentative of
what will be expected of
your studenrswhen they gp,-
on the job for which they
-are being prepared?.

Do you establish eodeept of
"full- day's" work-for "full
day's" pay and necessity of
being an time bY beginning
and ending'each class on
time.

Do you emphasize "ethics"
'profession Or 'trade far
which students are being
.prepared?

Do you support the college's
policies'and-,Trocedures
(although at the'same time
could beworking thru
,channels to modify them)?

Dn,you exhibit total
impression of "pro7
fessional"?

NARE

7 Self-Analysis--"Model"
for Students-

DATE COMPLETED

signature

*Special appreci A_on to Tulsa Junior College for the ---ouree that
generated this adaptation.
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TRITON COLLEGE
CLASSROOM VISIT REPORT

SCHOOL OF CAREER EDUCATION

Instructor_ Date T- _e

Department_ , Subject Year: 1 2 3 4

Beginning Enr011ment Present in Class on Visit Late to'Class

:Objectives of Presentation:

What Device is Used by Instructor to Determine Whether Objectives-
Have Been Realized?

Learning Climate:

1. Do students appear interes:ed
material presented?

Are a variety of,instructional,tech-
niques used? (i.e. board presenta-
tions, questioning, examples,
practical applications, etc.)

Does the instructor appear to 'have
a good grasp of his subject? (ease
of presentation ability to
clarify, answer questions, etc.)

Is Olere an opportunity for active
student participation in the fo'rm
of questions, contributions, etc.

If there evidence that planning
went into the presentation?

6. Can the in,structor be heard from the
back of the room.

110

UNABLE TO*
TES NO OBSERVE
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Does thp instructor address the
entire class?

8. Is the instructor's board presen-
tation organized and legible?

9. Jias provision been made for the use
.

of audio-visual aids (if appropriate)
in the class format?'

UNABLE TO
YES NO, OBSERVE

JO. What are, the activities taking place as related to student
participation?

11. Ts the instructor following a
written semeSter plan?

12. Is the instructor satisfied with the
, present course outline?

13 Does the Outline reflect measurable
_objectives?

14. If not satisfied, is a,new outline
in the process of completlon?

15. Is a course of study or syllabus
available?

16_. If not, is one being prepared?'

17. Are lab experiments or home ork aids
available in written form?

18. Ts the instructor satisfied wIth
the present textbook?

19. If not, is a study being conducted
to locate a new textbook?

2 . Are field trips included in the
semester plan? If yes, please list
locations of trips.

21.. Are guest speakers included in the
Semestiir plan? If yes, please list

, subjects:

1
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22. What specific problema relative to the class observed does the
instructor indicate he has? (i.e. wide variety of abilities,
lack of proper math background, poor preparation at lower level-
courses, etc.)

23. If withdrawal rate is significantly different than,ether courses'
.of the same type, what ,factors does the inatructor consider as
contributing to this?

GENERAL REACTION OF OBSERVER AND RECO_ ENDATIONS IF APPROPRIATE:

INSTRUCTOR RESPONSE: Please use separate sheet or back if response
is appropriate;

Instructor

Date

-- Observer

Date

Classroom visitation reports become an.official. part of the _faculty
personnel folder; therefo're, if any of the items are incorrectly noted
or if it is felt that statements of clarification would add:to the ,

accuracy.of the repom, please,:requeat that your-reageion'be attached
to the personnel file copy.

Thank you for your cooperation. Your sdgges ions for improvement
will he appreciated (visitation rocedure).

112
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OFFICE OF THE SCHOOL OF CAREER EDUCATION

COURSE QUTLINE

Prepatcd By: Date:

Approved By: Date:

Dept. Chairperson

Approved By:

I. Cata16g Data:

Date:

Admin strator

Three Digit
Course Prefix

Course
Number Course Utle

Units
of

Credit

Hours Per
Week ol

Hegis
NUmber

Lee. Lab

Lab Fee:

II% Prerequisite:
Course Descri tion:

III. School .Career Education Ob'etive 'upon successful completion
of the required sequence,of courses, the,student will have
developed thosa.,:competencies required fat entry level po'sitions--
or if already emi4oyed, upgraded positions in one of the follow-
ing areas: (1) Industrial Oriented; (2) Health; (3) Business,
Management and Marketing; (4) Agriculture. and Applied Biology;
(5) Public and Personal SerVice.

IV. S e ific CurricUlum" Ob'ective:

2L_AREaKt_ Function

S ecific "Course" Ob ectives and Method of EvaluatIon see

reverse detailed listing):

VI. Requited Textbook:

VII. Su _ortive Material: List Supplementary texts, films, fil-
strip , videotapes, field trips, guest speaker topic's, etc.,

where . possible indicate specific objectives. Use separate page.
if extensive list involved.

113
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TRITON C0141EGE
SCHOOL OF CAREER WOUCATION

Guide to Writing Objectives

A-major emphasis of the State of Illinois Department of Vocational
Technical EducatiOn in ita on-site visits is directed tothe quality
of-each college's course outlines. Specific emphasis is :placed upon
the handling of course objectives.

-

Following are samples of objectives in a variety of areas and
which contain the basic essentials of well-writtdn objectives: (1)

What specifically must the student la:ow and be able to do? (2) Under
what conditions must he demonstrate his knowledge or proficiency?
(3) What is the minimum acceptable level of perfo mance?

SAMPLE OBJECTIVES

Anatomy

Given a human skeleton, the student must be able to correctly ident
by.labeling at. least forty of the. following bones. (list bones

- ,44,

-.Auto Tech

Using safe work habits, Selecting proper toels and equipment and com-
pleting the project within a time frame and quality level deemed
appropriate by the instructor,,the student will, be able.to perform-the
following: (1) perform on-the-oar wheel balancing as men as off-the-
car static and dynamic wheel balancing; '(2) repair or replace worn
steering andzuspension parti such as springs, ball joints,-steeri
linkages, and shock absorbers,

Bus. -dth

Without aid of textbook or reference materia s, the student will, with
minimum of .seventy percent accuracy,Terform calculations for deter-
mining: interest.to include: .(1) use of simple intereat formula I = PRT.
to find any variable wlien-atttet,,,itemk.are given; (2) apply six Percent,

!., ,

sixty day method; (3) ed6pnte compound'interest amounts Manually; (4)
coMpute ordinary qr exact interest using ordinary'Or exact time.

e

,Bus,_Ora.

:hout aid of textbook or reference materials, the student will demon-
rate tis knowledge of Aey terms (commori stock:, preferred stock,.

bonds) by providing in writing am 'analysis of.the advantages ernd dis-
advantages to a company of..each of the methods df financing with a
minimum of two advantages and disadvantagps for each.,

114
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Corrections (ESA)

Given the final exam, the student will, wit.b minimum of seventy per-
cent, accuracy, define community -baaed treatment and list fou'r relative
advantages and disadvantages of this concept. Information to be
derived from textbook and lecture notes.

PIALLIas

Given basic drawing instruments and a diMensional isometric drawing
of an object, the studentwill be able to-draw _three ortIlographic
views of the object correct in every detail and Within.stated time
limits.

.

Home Economics

Given specific nutritional requirements for individual family members,
the student will be able to prepare a two-week family menu that
satisfies their nutritional requirements.

Law

Given a legal contract containing five violations and a list of con-
tract.laws, the student willAe,able to determine at least four of
the violations.

LIAtLiga

Without aid of textbook or re erence materials, the stud_nt will be
able to define at least eight of the, following ten marketing terms:
macro-level marketing, micro-level marketing,.target market,.marketing
mix, forecasting, product life cycle, controllable variable, uncon-.
.trollable variable, product life cycle, time and place utility.

Med. Lab. Tech.

-Ihe student will be able to reproduce in written form with one hundred
percent accuraOy the white blood cell genesis (maturation sequence).

Metals

Given an unfinished metal casting, the student will be able*to surface,
/drill and tap accordihg to specification on attached blueprint.

/
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WILLIAM RAINEy HARPER COLLEGE
FAcuLTY DEVELOPMENT PROGRAM

John'E. girkhol
David L. Williams

Illinois

This descrip tion iS based up5g1 the 14illi;am Rainey Harper _ollege
Faculty Development Program. HandbOok. The table of contents of the
Hand book as well as selected portidns of the program are presented.

TABLE Op CONTENTS

Develo Pment FrogrOverview of ,,faculty

New Faculty Orientation .

Conclusion.

FacultY Development - General Plan.

FacuitY DeveloPment New Faculty .
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PREFAU

There are perhaps as many definitions of faculty developmen
:there are proponents., This'"handbook":of the program for Harper
.College is an attempt to assist- the faculty in reexamining their OW"
profeasiOnal attitudes toward instruction; and:toward their relation-

. ahips with their students.

as

It has been suggested that for .significant.change to take place
in faculty development, attention must be given to attitude, process,
and structure.. Hopefully, this program will begin to focus attention
on these components to result in' improvement of the institution's:
educational effort.

INTRODUCTION

Harper.C011ege in the Tlext few'years faces challenges unique to
the experiences of its recent past. Crucial to the euccessful growth
and development of its educational.programming'is the Concept of;
change. As a result of impending growth, existing and future staff
membera will need to Adjust to new.demandsbeing made of them.,. The
-ajdrpurpose,of7an ongoing faculty development program.is toiassist
staff members in'improving their capabilities for dealing effectively
with new and continuing responsibilities.

Confronted with new demands in tlg its comprehensive miss oil
,

of satisfying the diverse educational-needs of a diverse student
body, Harper College is seeking alternative ways,of regenerating
itself to adequately meet the changes and g-fowth taking place in our
community and soqiety. The faculty developMent program, in all its
facets, attempts.to provide the means for the staff to,better meet
the needa of the consumer. These needs,:as perceived by the student
are essential to th-e personal,. social, Intellectual, and Career,
requirements-of their individual life goals and styles.

SCOPE OF PROGRAM

SIn'ce its inception, Harper College has been committed to,pro-
,

viding resoUTceslor the'continued profesaional development of the
teaching facaty. Because of the variety pf means available and the
unique needs of "Inlividuals,, several programs and. opportunities are
operational to.assis-yn the maintenance:of an institutional environ-
ment conducive.to,charige andAnnovation. Following is a brief des-
cription of specific asis of ttie Zotal faculty development program
currently utilized at, Harper,College. Each' of these prOgramb

1 lq
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contribu.e in part-of the overall go&l of imProving
tuoities forthe student.

ing oppor-__

- The
purpose of this fund is co provide funds for.facul ty research-
oriented proposals for internal funding which wilL benefit the
instructional program. -

Innovative Travel_ - The purpose of this fund
funds for faculty to visit institutions which
innovative aPproaches to instruction.

Professiorpene -The primary purP
expense fund is to provide faculty with
fessional organizations and to purchase
and books.

Professional Travel - The purpose
faculty with funds for the Purpose
meetings..

se of
funds cu
profeSsi°

provide
aVe new or

hit fund IA
attending PI,

ofessional
pro-

journals

provide
essional

Sabbatical Leave/Leaves of Absenc - The purpose'O these typet,
of leaves is,to provide the opportunitY for- creati,v educa-
tional andienrichment experiences ,which will add tn the teach-
ing effectiveness and/or professional stature of tile facUlty
member.

tuition Reimburs -ent - the purpose- of this fund s to provide
faculty with partial payment to enhanre profegSioflaJ growth.

Inatructional Oevelo ent Pr a- - The Purpose of this prpgram
_has been to provide faculty with released time alld assistance
in developing specific course materials.

Pin addition, reseurces of the Office of Ttsearch A-
Computer Services, Learning Resource Center and governtilea
are available to\compleMent these programs.

Planning,
.grants

All faculty evelopment programs discussed preViQULY 'have
teferred-to Specific types_ of activities wbich cotriIU to an
overall program. A,major thrust of theTrogram each Y is to
design a aeries of activities' for all lacoltY whiCh as
a catalyst:Jor change and growth.. These activities cot1jgt primarily
of,seminart, presentore, facilitator's, and discussiOng u4 preplanned
topics of,relevance and significance. Recognizing that faculty
members new to Harper College require qdditional kinds uf information
than a returning faculty, an attempt is made to sehedUl.e additional
activities for these individuals to assure their optimal Acclamation
to Harper,
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OVERVIEW OF FACULTY DEVELOPMENT PROGRAM-

The general program for the.academic year will be focused on
instructional strategies for the ft1c6re. The plan ia to develop the
"futures concept" at the orientation meetings in August. On a
Monthly basis a series-of programs and activities will focus on
-what:is occurring now-at Harper, what is going-on elsewhere and,
whaan Harper

. do in the future in the area of inatructional
strategies. The latter part of the year's program will be spent

redesigning instructional strategies fOrthe future.

Therefore, fi a summary form, the general faculty-_development
program will be aS follows:

-August General orientation program. MaJor theme being,
"Focus on the Future"

September An assessment and review of instructional
st'ategies.that are currently in use at Harper.

October What are new stra,tegies for the future?

November Instructional strategies-for specific disciplines
and divisions. Outaide facilitators in each
dlivision brought in to interface with small
groups and indivicluar faculty.. ,

January Second Semeste'r Orientatittott

February Identification of instructional strategies for
redesign

March-
April

May

June

Topics identi ied earlier on adivisional basis
review_d for further planning

Jnstit t onal endfth'dfvidual needs.asaessment

Plans finalized for following year'
Development Program

NEW FACULTY ORIENTATIO14'

_acuity .

4

It is SSentI3l for faculty: members who are new to feel that
they ere aware of the 'tesources svailake to them. A series of
special activities .and pl'ograms are being planned this year to
facilitate the transttioo. members into the Harper
faculty.
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In addition to the regular faculty orientation meetings, there
.

will be weekly sessions-at varying times on'selected topics of
importance. These are -designed" eo be completed by November... The
tOpics and the.sequence in which they will be presented-on a weekly
basis are as follows:

1. Philosophy Institutional goals

2. Co _ unity and Student Profile - clientele to be served

3. Learning Laboratory

4. Learning Strategies Practices in Selected Co_ unity
Colleges

5. Maximizing Student Human Development Potential

6. Instructional Strategies

7. Instructional Specifications

Learning Support Services

9. Inst uctional Material's Preparation

10. Computer Assisted Instruction

11. Grading and Academie Standards

12. Needs Assessmen6: ImplicAtions for Personal Development

CONCLUSION

The major objectives of the faculty deVelopment program will -be
to "focus on the future," specifically, as it relates to instructional
_rategies. As a-result- of this rationale, it is strongly urged that

SPED and innovative travel requests Are related to the'objectives of
the program for the year.

FACIThri DEVELOP. - GENERAL PLAN

August

Fall.Semester Orientation Program' - all faculty
Special Seasions and Mentor Program - 'new faculty
Croup and Individual Sessions - part-time faculty

120
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September

Instructional Philosophy
Current Instructional Strategieg at Harper

Large Lecture
Lecture/Discuss on
Laboratory
Small Group
Individualized Modes

Audio-tutorial
Open lab
Computer assisted

Cooperative Education
Each of these delivery modes_will be highlighted at n session
planned during the month. The presentor would be a faculty_-
member having experience and expertise in the niethodOlogy.

October

"Instructional Strategies for the Future"

During a oneday'visit on campus, a consUltant will meet on an
individual basis-with divisional.. faculty to stimulate thinking
on a general basis.

A'vita and sydi4sis of his objectives will be i)rovided in
advance.to faculty. He will arrive the .evening.before and
haye dinner with several division thairperSons and fadulty.

November

"Special Strategie- for Special Disciplines"

A facilitator will be brought in .by each academic division to
work specifically with faculty for one day to serve aga
catalyst in assessing, plannin, and redesigning.instructional
strategies.

Persons from the following aiea s. are suggested to have ;reap:n-15i-
tility fOr -selecting the facilitator and planning the session-
for each division:

Business. Division
Engineering, Math & Phy. Science ,

Fine Arts & Design
, Liberal Arts
Life & Healeh Science
Life Long imarning
Social Science & Public Service
Special Services
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Second'Semester Orientation
Cl

FebrUary

103
1

Identification of Instructional Strategies
Emphasis at divisional level

March .April

Redesign

-TOPics emerging from prev_ous discussions and fo .s -ill

be reviewed for further study

Institutional and Individua__ Needs Aessment

Plans finalized for nex year's Faculty,Development Program

As Can be discerned from the s-ahedule, aftgy the first three
months, the major emphasis will,be On 4 04visional level rather
than an Lnstitutional-basts.

FACUI.TY DEVELOPMENT - NEW FACULTY

In addition to participation in the orientation 'Program held
for all faculty, it is imPortant that additional Offorts'be made
Wiehnew facaty to assure tl)eir smooth transition into Harper.
For that reason-a seiies Of activities are planned.-which will assist
.in this transition

-Faculty Mentor Program - Each new faculty member Will be
assigned a mentor who'will be specifically assigned the task Of
assuring that the.new faculty is introduced.to.the institution.
A special description-of the mentor program' is on page 104.

eeiallOrientation Week Meetin-s - A special meeting for new
faculty is scheduled-during arfentation week to clarify some
essential mattets. The tinn2 and topics are included on the
orientation week program.

New_FacUlty_ Development...= Opgoit_iis yrokr_arn - A" series of twe ve

topics have seen selected for presentationon a weekly ba is as
follows:

.

2 2
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Philosophy-Institutional Goals
Community and SLadent Profile
Learning Laboratory
Learning Strategies Practices in Selected Communi y Colleg
Maximizing Student Human Development Potential
Instructional Strategies at Harper
Lpstruc.tional Specifications
Learning Support Services
Instructional Materials Preparation
Compur ,r Assisted Instruction
'-ading and Acadethic Standards
Needs Assessment: Implications for Personal Development

Locations, times and names of presenters to be announced.

Prior to the opening of the fall semester, the new faculty will
be given a reading list of books and publications which are felt to'
be appropriate for establishing a background in the community college.

NEW FACULTY MENTOR PROGRAM

Division chairpersons have reSponsibil_ty for assigning an
existing faculty member to each new faculty as a mentor. It is con-
ceived that this person will assist the new faculty member throughout
the or entation week activities and the entire first semester.

The initial contact should be made prior to the first day-of
facu ty orientation,

The following are suggested activities that could be utilized
by the mentor:

Tour of,campus - general
b Visit with LRC staff and facilities

Review ef,college catalog. Policy manual
d introduce to -faculty in division
e),IatrOduce to Business Office for insurance programs, etc-
) Assist with:parking permit '-

g) Discussion on community profile and student profile
h) Review student handbook
i) Explanation of master schedule
4,) Campus Services
k) Bookstore operation

Explanation of grad ng system
,Pdblic. Safety .

In.summary, attempt to est.;blish 'a rapport (hat will encourage
-an ongoing dialogue regarding any,concerns that either the Ontor
or new facultymight have.
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A periodic conference with division ch
new faculfy might illso be of value on occas
semester.

rperson, mentor and
n throughout th first

It is assumed that the faculty member has been selected for his
new position over other applicants because of his strengths and
potential.- Therefore, it is the responsibility of his colleagues
to encourage his development.

SOME BACKGROUND ON INSTRUCTIONAL STRATEGIES

The knowledge that learning occurs under a v riety of conditions
for each learner has prompted many of the leading community colleges
of the United States to attempt to provide several approaches to
instruction. These approachesinclude an opportunity for self-
development in "regular" class experiences wherein a teacher "talks
to" and discusses with a group of students (15-35); individualizing
instruction wherein a student can develop with individual tutoring,
or direction; independent study; large lecture-discussion classes;
educational television; laboratory sessions; coop experiences; plus
other modifications of one or more of these approaches.

In providing a variety of instruct onal modes, it has become
apparent that-every teacher is not like every other teacher in that
every teacher may not feel comfortable in all modes of instruction or
has net developed the capabilitiesCto insure the most effective'
direction for the learning process.

Consideration of visual, audio, computer, printed:materials,
etc., aids to enhance the teaching-learning process has been made
and varied applications have arisen. These applications vary from a
complete audio-visuaL instructional mode to teacher presentations
enhanced by these materials or tools.

Other factors that have become realities in higher education
today include the need to efficiently and effectively utili.ze
physical, financial and human resources and to produce educational
experience dOportunities for students at lowest possible cost.

.

Criticism of all modes of instruction has been made since the
inception of eaeh. 'Also, particular concern has been expressed
about the possible side effects of larger class Siie,:faculty load,
student achievement, student self direction, independent st:Ay, etc.,
which may result from specific medes of instruction. With t:te
expression of these criticisms and concerns, many rekneWneresearchers
such as Davis, Edling, Feldman, Lewin, Mager, M.eKeaehie and many
others have reviewed and eValuated many theories related to these
modified or "new" approaches to instruction and student development.
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Generally, research Findings indicate that there is-no apparent
overall pc_ tt 1L optimum approach to instruction, class size, teacher
span of control or similar factors. For example, traditionally,
small classes have been regarded as providing a superior learning
environment./- However, research on the impact of.class size on learn-
ing has failed to reveal a significant relationship be ween class
size and student achievement,

W. J. McKeachie and his associates in psychology at_ the Uni-
versity of Michigan have conducted research on teaching effectiveness
for many years. Their recent review of the results of such research
by themselves and others since the 1920's has been summarized as
follows:

1. When scores on class quizzes and examinations were used as
the index of learning, neither large classes nor small
Classes were fourd to be clearly superior to the other.

2. When retention of knowledge for one to two years was the
measure of.learning, the small class was found slightly
superior.

3. When problem-Solving or changes in attitudes were the
index of learning, the small class was found to be superior.

Among other long-time students of higher education, Alvin
Enrich has concluded that "class size seems to be a relatively
minor factor in educational efficiency, measured in terms of stu-
dent athievement," and Lewis Mayhew has commented that "the blunt
fact is that class size has very little relationship to student
achievement."

The late Beardsley Rumi proposed doing away With medium-sized
classes and concentrating on large lectures and small seminars.
More recently, Bowen and Douglass have examined Ruml's proposal and
.several other proposals forchanges in modes of instructionand have
developed their own "eclectic plan," which would include "(1) a. few
'large lecture courses common to all or most students; (2) courses_
calling for programmed independent study either-with or without
learning stations and mechanical systems As in the Kieffer.plan;
(3) courses with emphasis on tutorials; and (4) 'conventional
classes'." In their judgment "good education calls for.a mixture
of various methods so that -students can have variecLekperiences as
they pursue their college 'careers and so that professors can teach
in .the manner that Suits their talents and taste."

The BresslerReportTecommended a carefully planned mixture of
undergraduate class sizes at Princeton, ranging from.one student
in senior tutorials to 170.,in freshman, "exploration" lectures.
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For a varety of-reasons, independent study is receiving
increased emphasis in programs for academic reform and in experi-
mental colleges. Independent study courses encourage flexibility
and variety and can be.tailoted to the student's individual interests.
They also facilitate the dropping of course offerings that are
attracting too few students. There is a strong case for a policy
under which elasses where fewer than a stipulated minimum number of
-students registered in a given term will be dropped - either for
that term or permanently, depending on the history of registration
in the course. The California Coordinating Council on Higher Edu-
cation recently conducted a survey of policies regarding class size
in public institutions ofhigher education in other states and foundz
that only 20 out of the 46 respondent institutions had a written
policy. The majority of universities with written policies set
lower minima for graduate than for undergraduate classes, while six
universities also set lower minima for upper-division than for
lower-division classs. The range of minimum class sizes varied
widely - from a minimum of two to a minimum of eight for graduate
courses, and from a minimum of ten to a minimum of twenty for lower-
division courses.

----Perhaps the most exhaustive studY of class size has been
reviewed by McKeachie in Improving. Teaching. -Effectivenessin which
the literature was reviewed on college teaching, from 1924 to 1970.
The major implication of the findings of McKeachie's study was that
there should be a variety of teaching methods used within a college

,and teachers should develop a repertoire of skills.

HARPER COLLEGE PHILOSOPHY OF INSTRUCTION'

Harper College has adopted the-philosophy to provide as many
educational opportunities foras many students as possible within
available physical, human and financial resources of theeollege,
This philosophy has resulted in a parallel to the Bowen and Douglass
"eclectic plan" cited above. This has resulted in a mixture of
instructional modes which include:

.

Instrucl-ional Modes

Lecture-Discussion
(Teacher Oriented)

Lecture-Discussion
(Student Oriented)

Printed Material and/or
ProgramMed Learning

126

Re-resentative Courses

Business Offerings
Social Science Offerings
Ceology
Music Appreciation
Art Appreciation

Biology

Psychology'
Learning Laboratory



108

Instrurtioni1 Modes Representative Courses

Independent Study

Simulation and Problem
Solving,

Traditional Classes

Psycholngy I
PsyChology II
History
Sociology
Learning Laboratoi

Interactive Computer Terminals
Physics
Architecture
Selected Math courses
Selected Business courses

English
Literature
Mathematics
Others

Each of the above-mentioned modes of instruction is being sup-
ported by a well-qualified teaching faculty, Learning Resource Center
Services, computer, student-services, business office, administrative
aftd other services to make-all as effective and efficient as possible.

'Basic results of these efforts, staff and services are being
reflected in personal feedback from present and former students,
follow-up studies, etc.

AN EDUCATIONAL ENVIRONMENT CLASSIFICATION SYSTEM

These modes of instruction do not allow for maximum student
results until they are compatible with the-educational environMent.
J.Then mode and environment are compatible, \the probability,of success
is enhanced. Below is a classification system of six different edu-
ce ional enVironmentS that can,be established to maximize learning:

Teacher-Oriented Environment,--
Automated Environment
InteractionOriented Environment
Student-Oriented Environment
Sheltered Experience-Oriented Environment
Experience-Oriented Environment.

Although it would be possible to name other types of environ-
ment, this system of classification will serve as a useful means of
identifying and classifying environment.

Commitments by tbe Beard of Trustees and staff of the College
to provide a range of educational and developmental opportunities
has been exemplary among community colleges. A .continued 6ommitment
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seems apparent for rational and professional approaches to

instruction and student development.

A CLASSIFICATION SYSTEM OF STUDENT LEARNING STYLES

Richard Mann and his colleagues have suggested the following
cha acterizations of student learning styles:

The Compliant.Students
The Anxious Dependent Studeats
The Discouraged Workers
The Independents
The Heroes
The Snipers

'The Attention Seekers
The Silent Students

It is impossible to gain a clearer perspective of the various
approaches to teaching wit oit an awareness of the variety of stu-
dent learning styles ,that confront the faculty member in the educa-

tional environMent.



Developmental

Task

I. Seek New

Adult Roles

16-22 (25)

II. Explore

Adult

World

22-29 04)

,III. Transition

to Adult-

hood

30-38 (42)

ADULT_DEVELOPMRNIAL TASKS AND .IMPLICATIONS

(Hodgkinson, Adult pevel_opment, Educational Record, Fall 1974)

Usual Major Societal Implications .Complexities

Action Goa.l_(s) Provision

Leaving Gain Work, college,

Family Identity military,

Peace Corp,

Testing

career,

dreams of

scholarship,

position,

respect,

Commitment

to life

career,

Working

World

Settling

down,

driving for

status.

Find niche

(dreams

fulfilled).

Become

"Own Man."

Transition not complete,

little work experience,.

isolated from economic &

social stress, need

mentor-mentee relationsilL

Need mentor, success,

intrinsic & extrinsic

rewards (scholarship,

leadership, advancement,

research, recognition,

loved, respected, mentor,

senior professor.)

Promotion,

mu4iple

niches, com-

mittee head,

chairperson,

IV, Readjustment

of Gap

between dream

& reality

39-43 (41)

Modify or

acquire

new

aspirations

fantasies,

Salvage

career,

compromise

status.

Reality Test-

ing, Sabbati-

cals, Exchange

Career.

New Marriage,

periodic

reversal, social

demands, loss of

freedom,

Growing family,

confliet

between mentor-

marriage,

financial stress, ,

loss of freedom,

family and occu-

pation conflict.

Real criteria realized, Family and occu-

drive for tenure (status. pation conflict!

Potential for conflict
, financial

(marital, eto,), busy, stress, social

cherished ideas burst, demand.

Peter Priociple may

operate.

Realize - gettiog older, not'Frustration,

growing up, question pro- marital conflict,

fession, revise downward. occupation &

Last chancellhat now? Not sexual fantasies,

many rewardsleft (or avail- elderly parents,

able), routineds dull, childrel 4n

tempted to new challenges. college,

If successful, may have

enemies withi:oj!tan_k,___'_

11
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Developmental

Task

Usual

Action

Ma j or Soc ie t al

Goal(s) Provision

Implications Complexities

V, Adulthood

, stabilized

"Best

Years"

Discover

new

sources

of fulfill-

Relax &

enjoy

status.

Non career

activities,

more

alternatives

New loyalty, become

mentor, enjoy success &

recognition in some

areas, greater trust,

Unemployment,

career change,

divorce, death,

stabilization

43-50 (54) ment, share authority &

findings.

of children.

VI. Deal with
,

Refuse Become Increasing Develop shunts, selective Health, illness

physical to one of or constant neglect, need to take on or death of

decline accept. "Happy demands on alternate tasks & give up mate, worry

50-60 (64) Few." time &

energy,

some older demands (trick

to award service ivithout

damaging anyone due to

lowered

about retirement.

VII, Hanging ContInue Tough it Few (no)

_competence.

Feel gui)t, options passed, Retirement,

OR,

60-70

role.

(Informally

by passed.)

out." ,

Gain

Emeritus

Status.

alternative,

teaching or

proxy jobs,

may be naive, hang on,

need something to live

for.

correlates with

death,

13i 131



IOWA LAKES COMMUNITY COLLEGE,
CERTIFICATE RENEWAL AND PROFESSIONAL DEVELOPMENT POLICY

Gene Schorzmann
Iowa

T. Review of the overall in-service education philosophy t

district.

An an institution of higher education, 'the College recog-
nizes and accepts the.responsibility for developing and imple-
menting an in-service education program of valid experiences
upon which to justify each instructor's renewal of certification.

Involvement of the College employees in appropriate and
meaningful in-service educational activities and programs is
encouraged and considered 'necessary by the Board of Directors,
administrators, faculty, and student body in the interest of
offering the best educational opportunities possible.

Itiservice education activities will be individually planned
sequences of- activities on andoff campus, planned with and. for
-employees both singly and in groups as an extension of the staff
members' basic preparation background and as a means of staying
occpationally carrent.

The comprehensive community-wide educational-responsi-
bilities_pf the College necessitates the employment of people
with widelY varying vocatienal and training backgrounds. The
diversity of their backgrounds.requires that.our local insti-
tution give consideration to this when planning enrichment
experiences.

The following guidelines pertain to the in-service educa-
, tional plans for the vocational, technical, and some career
option instructors at the College.

II. ObjectiVes for the in-service education,program.- These objectives
should be Specific in nature and stated-in-terms of how the in-
service education program intends to change the staff behavior.
Objectives need not be.stated for each in-service offering
unless this is preferred.

. Broadly stated, the pruram will provide teachers the
opportunity to update their occupational and teaching competency
-through both total-.st'aff learning experiences and individualized
renewal of certification plans. Thus-some objectives stated

112
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below reflodt goals pursuable through group activity and others

through,single experiences.

1. Development of self-awareness.

2. Development to staff's knowledge of community college

environment: college, philosophy, roles, students etc.

Orientation to the nature of the community college student
and development of ability to relate to student body.

4. Development of improved teaching techniques.

5. Orientation to new, technology and media aids.

Improvement in areas of-evaluation, particular behavioral
objectives and testing and measurement.

7. Development of individually planned recertification pro-
grams which include a Variety of enrichment experiences

both of academic and occupavional nature.

Development and implementation of the concept of continuing
education units,in lieu of credit hours, with the unpts to
include credit and non credit courses, workshops, seminars,
occupational experiences, and independent study plans.

III. In-service education plan of action to implement certificate

renewal.

A. Statement of need. How determined? How have teachers

been involved?

A need for a certificate renewal program which is more
in adherence with vocational, technical and.career option
instructors has been 'felt by instructors who have been con-
fronted with the recertification process.

It is known that'technologi_al changes take place in
indnstry a1 a very rapid rate. Teacher training institutions
find it difficult to provide-in-service education for
updating instructors as-- raPidly, as technology is changing.

It has .also been found, that some academic classes which
are taken, for renewal of teaching certificates do not
necessarily increase the effectiveness of .teaching skills.
This iS especially true if the classes Are in a discipline-
completely unrelated to the vocational, technical-and. career
option-teaching areas.
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With the advent of career, op iOn 'courses, practitioners
who are being certified for classroom instruction will be
Need -h a similar situation that currently exists for
vocational, technical, "hnd career option instructors.

-

There currently is- a feeling among part of the college
parallel instructors of the desire to relate their course
work to industry need. They feel the vane of having this
industrial experience would be beneficial to their classroom
technique.

As a result of these ideas being exPressed to the
recertification committee, a need has been seen for a

/specific, individualized certifidate renewal program
deSigned for updating durrent teaching areas not presently
being served by esent recertification renewal procedures.

B Description of the program. What does it consiSt of:
courses, workshops, seminars, independent study, occupa-
tional experience?

Individual guidelines must -be set for each instructor
in order to make recertification a worthwhile experience.
Any, or all of Ihe above mentioned activities might be

'acceptableto the coMmittee, but the committee ,must review
all activities and apprOve each individual-instructor's
program for quality, relevance and applicability to his
teaching area. The review process ,for any individual prol.
gram will move through the department chairman before.going
to the recertification committee. A definition of terms
might serve to clarify the general nature of experiendes
the committee- feels willbe acceptable for units toward
recertification.

Courses: will include all ceurses offered by four-
year-colleges which are relevant to the'instructor's
teaching area.

rkshops: will include any offering by corporations
in specificskill-increasing areas, Dr by inatitutions_of
higher education and educational agencies in specific skill-
increasing-areas. The length-and.quality will be considered
When assigning units Of credit.

Seminars: Will include any offerin- designed to
increase-the±insructor's teaching effect veness, and
broaden his professional background.-

Independent study: will be releVant to the teaching
field of the instructor.
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Occupational experience: in the area in which
uctor is teaching, and must be of sufficient qu lity

to ensure him a true:learning experien e.

In-house offerings: will include any organized in-
service made available to the faculty.

0

Correspondence courses: _niy those correspondence
courses ir which it is impossN2le to enroll at an insti-
tntion of higher education, or extension, will be con-
sidered,

C. What resoi4raes are available to support the program
(facilitids, equipme-t, instructional materials, etc

With-the V40 pr_ng effort to develop quality in-service
education and recertification pregroms it will be necessary
to involve facilities, equipment and materials to meet
individual, as well as planned group activities. The .

facilities available would be the College campus buildings
and local schools in the Area, The Adult and Continuing
Education Department of the College'will be utilized to
offer in-service education to faculty and staff members as,
groups that might otherwise be unavailable.

Also businesses,hnspitals agencies or institutions
related to individual instructor teaching responsibilities
will be used_irLdeVeloping iusqructor plans. Instructional
materials will ,-be sought from commercial as well as educa-'
,tional agencies. Likewise, resource people will be
utilized from colleges and universities, industries and.
.businesses. Every effort will be made to supply the
necessary resources to implement the in-service program's.--

How will the in-service education program be financed?
:include money budgeted by the local board and tuition
charges, if any. -

The Board of Directors and the Administration-nf-the---
.

College'supporte an .active-inservice progream for all staff
members of 'the college that will enable each individual to
continuotisly upgrade himielf and maintain a high degree of
exaellence as an instructor. Funds will be identified each
year for such a program.

Instructors attending non-credit* conferences and
Seminars of ehe week or less will be reimbursed by the
institution.

*Instruetors-whe choos o receive a college credit for such-a
course will pay their own-tuition.
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, Consultants from,business, Indus ry and educational
institutions will hSve gratuities and eXpens paid by the
institution.

Specialized extension courses for individual staff
offered by another institution will require that tuition
and fees be paid by the individual.

Extension courses brought to the campus for the benefit
of the entire stafl will have tui4on and fees paid by the
"institution.

Independent study developed by each staff Member and
approved-by his department chairman may be financed by the
institution. (Does not include correspondence courses.)

Instructors returning,to business or industry for -

occupational experiente will, in most.instances, receive
compensation from that, business or industry.

What Trovisions are'provided for a registra_ion process?
,Enclose a copy of the form deviSed for this purpose.

-To entourage each instructor to look at his professional
needs and to keep abreast with changes in business and
industry, it is recOMmended that every spring each instructor,
with the,helpof his department chairman, identify his long.i
term and annual educationaljaans,.listing priority fo
thciae that must be Met, aa soon as possible.

When an instructor identifies an opportunity to fulffll
one of,the itemsidentified on a Professional. GroWth Form,'
he shall first channel;the activity to hiS department- head.
Together they shall review the aCtivity and,identify the'.
benefits that will be gained:through his paiticipation.

When_the registration,form has been completed, signed
by'thu department chairman, the instructor will aend,it,to.
the committee for review. If the committee has concerns
regarding the proposed activity, the instructor, with his
department chairman will discuss the merits of the
activity.

F. tihat plans have-been madelor in-setviCe edutation evaluation?
This would include a participant evaluation, and also a total
program. !valuation by tha local staff development committee.
Enclose copies of forms deviaed for thispurpoOt.

Evaluation of in-service recertification training
should include but not be limited 0 the following broad.
classifications: /

1 7
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1. Is the in-service activity relevant to_the

instructors' field?

2. Is the in-service activity relevant to the g---

graphical area in which:the instructor iS

employed.

Dthes the in-service activity include such materjal

-ae to be,consistent with the.doctrine and
philosophy-of the community college.

4. Is the in-service activity practical; ie.
distance, cost of taition and practicality.

5. Does the instructor have the personal need, pro-
fessionalnecessity ACr curriculum assignment to
warrant attendance at this activity.

These questions, as well as other pertinent data, must
be ascertained by the department chairman. Upon.completion
of activity, the participant will be prepared to furnish
either in writing or orally a,report to those interested ,

persons related to this particular field.

G. Agreement, if any, with an institution of highereducation
for granting college creait. Attach a copy of ihe letter

of agreement

Effo -ts are being made to .complete arrangements with
institutiOns of higher education for the purpose of granting
college transfer credit for various educational experientes
in which instructors. participate. Yollowing is an excerpt
of a _letter which provides the details for instructors to
obtain credit for the activities so outlined.-

Dear

.Thisl.etter is in regard to the request from'the Faduity Re-
Certification Evaluation Committee in which you asked what articulat orP
agreement could be, designed to record comtittee-approved'instructors'
re-certification-experiences and to possibly grant.iowa lakes Community
College credit for.those experiences. 1,:-!

it.willbe-the intent of'Iowal,akes COMmun_ty College to'coop-
-erare fully'through the Student Services records system to record
this information for each instructor.

The,following conversion table tomparing Con inuing Education
Units and semester hours of college,dredit will be used.

138
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Cate taken_ for colleger credit

A. One semester hour is equal to one renewal unit.

B. 1.8 Continuing Education Units are equal to one sethester
hour.

One Continuing Education Unit is equal' o ten my contact
houri.

Category #2: Noncredit seminars, institutes worhfillps, and
training centers

A. 30'contact hours are equal to one renewal unit.

13 One renewal unit is equal to 3.0 CEUs.

C. One CEU is equal to ten (10) hours.

L_a_ry_L13: Noncredit occu ational ex erience

' A. ,40 hours are equal to one renewal unit.

B. One renewal unit is equal to 4.0 CEUs.

C. One CEU is equal to ten (10) hours.

ContinUing Education Units will be recorded on an Iowa Lakes-
Community College transcript et no cdst to the staff member. ,At such
time that a staff member wishes to convert his. CEUs into transfer
college, credit from Iowa Lakes Community College,'he will at that
time pay an amount per credit hour granted through.the conversion.

Sincerely yours,'

Gene Schorzmann
Assistant Super ntendent
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What credit system has been-devised? (Forty clock hours

of structured occupational experiences, equal One-semester

hour of credit;,thirty clock hours in seminars, institutek
Workshops,'on independent study equals one semester hour
of credit;) All,credits must be recorded.in terms of

semester hdurs.

Instructort who'satisfactorily complete the objectives

set forth on the registration form shall be-granted con-
tinuing education units to be applied toward recertification..

The recertificationcommittee highly recomMends that
each instructor establish goals for selecting an educational
program that will astist him in his teaching competencies

and provide him renewal units. Likewise, the-comMittee
suggests that each instructor develop an education program
Which inclUdes,a combination oflearning activities that
will be developed through course work/occupational experi-
ences, workshops, seminarsand.ether in-service functions.

The committee will evaluate .eaCh individual's activities
and assign specific.continuing education unit values td the

activitiet. (The equivalencies are listed_ belew..)

Varying contact hou-s'and varying CEU's will be
required tb complete one renewal unit,.which it equivalent'
to one semester hour of credit. Each instructor must
succesfully complete six renewal units-before he is con-.
sidered eligible for recertification. Unitsmay.be earned
via the recommended procedures. Equivalencied\follow:

COLLEGE TRANSFER COURSES
A. One semester hour is -equal to one renewal Unit.
B. 1.8 Continuing Education:Units equal one semeiter hour.
C.. One Continuing Education Unit equals ten (10)-.contact

hours. .

SEMINARS, INSTITUTES, WORKSHOS AND TRAINING CENTERS
A. 30 contact hours equal one renewal unit.
B. One renewal unit is equal to 3.0 CEU's.-
C. One CEU is equal to ten (10) hours.

OCCUPATIONAL- EXPERIENCE
A. 40 hours are equal to one renewal unit.
B. One renewal unit is equal to.4.0 CEU's.
C. One CO is equal to ten (10) hours.
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THE CAMPUS-WIDE HUMAN DEVELOPMENT PROGRAM
OF COLBY COMMUNITY COLLEGE

Terry G. Ludwig
Kansas

The Colby Community College Board of Trustees began the Human
Development Program by hiring a full-time director and establishing'
the following goals for him:

To createa comprehensive curriculum of human development
courses;

to lead human develOpment courses;

to facilitate operation of a staff development. programi

to take human development.courses out into the.community; and

to build a campus-wide Human Development Program worthy of
national reLognition.

The purpose of this presentation is to chronicle the growth of
the Human Development Program and note future directions it will be
taking. Each of the original Human Development Program goals serves
as a "person-centered" overlay on the college mission of providing
education to residents of the twenty counties of Northwest Kansas.

The focal points of the Human Development Program are found in
four areas: Human Development Instruction, Staff Development,
Community Development, and Student Development. Human Development
Instruction is comprised of the curriculum of five human development
courses and also includes group dynamics projects for traditional
classrooms. Staff .Development is comprised of all activities designed
to increase organizational functioning and to enhance the personal
growth of the staff. Community Development is.comprised of the
"person-centered" credit, non-credit, and consulting services offered
to off-Campus students. Student Development is comprised of those
activities which utilize extra-curricular opportunities for the per-
sonal growth of students.

The first two of these four areas slall be explored in termsof
gOals, activities, and outcomes found to date. , The first step toward
building the Human Development Program began when Human Potentials
classes were brought to, campus by James Childers, an English
instructor in a small college with just 864 full-time equivalent
students, the impact of such an event was Immediate, not enough
sections of Humnn Potentials could be opened.

120
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HUMAN DEVELOPMENT INSTRUCTION
-

The area of Human Development instruction began with the addition
of Developing Leadership, Human Relations, CareerDevelopment, and
Advanced Human Potentials (Transactional Analysis) to the basit,Human
Potentials class to form a "curriculum.of. personal concerns." Limited
toan enrollment of.fifteen students per section, these courses are
curricular ezperiences for academic eredit utilizing some form of
small group process to facilitate personal development (Ludwig, 1973).

The general,goals of the Human Development courses in a 'curriculum
of personal concernS" are:

,

To encourage personal gra th and development;

to create a supportive environment where the student May learn
skills in communicating with others;

.tb-help the student plan personal change using h strengths
and abilities;

to establish a reference group where the student may test new
'behaviors.

From Fall,:1973 to Spring, 1975 approximately 25 percent of the
ss udent bodY went threaugh one or more of the couraes in the "curriCulum
of personal concerns."

In addition, human develoPment courses utilize learning contracts
as a.basis.for grading, feature weekend:experiences in Human Potentials
and Adv

1

Fed HP7TA, offer two and three hour variable credit contracts,
and negfriate self-development projects fpr students. We also train
facilitators -through inter-disciplinarytraining programs in Human
Potentials, have competency-based testing in Human Relations, and
harness small groups as an educational tool, in all these Classes.

A second unique element of the Human Potentials classes:is the
diverse,background of the facilitators. They come- from English,
psychology, biology, physics, mathematica, pubiic relations, student
personnel, history and allied-health discipli es. They lead Human
Potentials aftar completing a year-long trai ing program supervised
by the Director of Human Development.

, Another aspect of Human Development Intruction is the group,
dynamics techniques in traditional classroo Faculty teadhing.
Human Potentials classes have adapted thos techniques to classes in
their home disciplines. As one instructor noted this activity con-
verts students into people' an'd makes the lassroom mo-a attractive,
to everyone.
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The outcomes of the Human Development Program in,the area of
Human Development Instruction can be fixed through many measures:
the continued'enroliment of. students, faculty acceptance of teaching
responsibility, and institutional commitment to continued funding.
The purpose of Human Development instruction is to create a-zpositive
learning environment which has the following -characteristics
-(Schmuck and Schtuck, 1974):

1. Students.share high amounts of potential influence with one
'another and the facilitator.

2. High-leVela-of attraction exist for the.group as a- whole
and also between individual classmates.

,

3.

."

Norms are supportive for task behavior and individual
differences. L

4. Communications are Open and feature dialogue.=

5. The small group processes themselves are considered relevant
fo-r study.

STAFF DEVELOPMENT

The area of Staff Development is an.integral part of the Human
Development Program for all college personnel including faculty,
administration, trustees, student personnel workers, secretaries,
.and other support'staff. 'In general, it is therole of the Director
of Human Developmefit to-coordinate the Staff. Development Program in
accordance with these goals:

Staff Development Goals

Improving Instructional Skills - learning more teaching
!techniques;

Facilitating Personal Development 7 enriching the whole person;

improving Morale creating an a _ractive work environment.;

,Incrensing Individual'Involvement in Decisi_n Making - having
mere say;.

Acquiring More -ubject Knowledge - knowing more about what
you teach; and

Serving as a Basis for Merit Pay - participating for recognition.
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FrOmFall, 1973 to SPring, 1075, 100 pereent'of Colby Community
Collega's staff .participated'in at least one scheduled activity or
more. Sixty-three mcent of the staff participated in the voluntary
.Human Potentials Training Program. In all, approximately 16,500
ccntact hours in staff development programming activities were
generated.

Three outstanding elements of Colby Community College's-Staff,
Development'Pregram are: (1) a comprehensive organizational develop-
ment planning base; (2) shared reaponsibility for program goals among
the offices of the Director ef Human Development (organizational
development planning and program coordination), the chairperson of
the Acquisition of Professional:Skills Committee '(faculty-Controlled
awards and experiences), the Dean of instruction (administrative
concerns):, and the Director of Rnsource DevelOpment (grants and out-
side assistance); and (3) the establishment of the faculty-controlled
Acquisition of Professional Skills Committee.

The .objective ofall these efforts.is to build A program which
makes staff development activity a natural funation of all individuals
employed by the college. Without it, our mission statement is mere
rhetoric. The fifty-odd workshops, seminars and other activities
comprising the-concrete events fn'the program occurred at-several
levels'as shown by these examples

I. To al Organization Activity... . .. ... Goals

Scott Lake
Pecusa Par nership

Improving instruction
Improving Morale
Decision-making

involvement
\

II.' Large Group Activity (15-30) Goals

Transactional Analysis Personal DevelciPmenE

Workshops' improving .Instruction
Learning Styles Workshop Improving Morale

Small Group Activity (5-15) Goals

Human Potentials Workshops
Gaming and Simulations
ecretarial Workshop

Improving instruction
Personal Development
Improving Morale

IV. Ind vidual Activity Goals
/

APS incentive Awards improving Instruct -n
Orientation Contracting on Merit Pay

an Individual Basis with Subject Skill
the Dean of Instruction
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The outcome Of the Staff Development Program may be found in any
number of measures: staff participation, evaluation Af specific
events, citation of the program as outstanding by the North Centtal
Evaluation team, etc. The Staff Development Program brings partici
pants to a higher level of teaching, pqrsonal, and organizational
awareness.

The:Fall, 1975 problem identifying workshop report entitled
"Reflections on the Pecusa Partnership" detailed the elements we-hope
to make constant factors in Colby Community College's -learning-enViron-
ment (Schmuck and SchmuCk, 1974):

collaborative decision-making where people are highly valued
and seen as being'important enough, to participate'in decisions
affecting them;

wide-ranging friendship patterns which are dispersed\among
many on the staff not centralized among afew;

hAnestyand- affection in fun and confrontation where hidden
agendas Are brought into the Apen where they may-be dealt \
with; and

broad, direct communications which encourage open expression
of feelings and ideas.

SUHMARY

The 0.1rpose of this presentation is to chronicle the Ilrogress of
the Human Development Program toward its goals in the areas of Human
Development Instruction and Staff Development- , By itself, the Human
Development. Program has beena financially self-supporting venture
according to these figures: r.

income 1973-1975-
Total credit hours generated 2055
Full-time equivalency, .68.5

Cash generated Total $75,350.00

gx enses 1973-1975
Salaries 60,050.00
Over-ride 6,000.00

Total 66-050.00

Balance 9,300.00
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REFLECTIONS

In retrospect, my experience as Director of the Human Develop-
ment Program at Colby Community College, has led me to deVeral

Conclusions:

1. The use Of human development coUrses independent of both
:student services and academic deans' control has paid for
the overall program by generating dollars. This apProach
has also given the newly emerging function of personal,.
identity education cqoal status:with traditional student .
serVices'and academic areas. .

?. The-interdisciplinary training program for Human Potentials
clasSes hal served as anexcellent staff,development.tool
and:has provided highly competent instructors in a des-
perately needed.area.

3. The collaborative staff development program-has a better
,chance of meetIng organization-wide needs tharra program
controlled by any one office. In particular, the APS
Committee has demonstrated faculty are professionals
capable of meeting their own needs.

4. Strong presidential support and difect access to his o ce

are basic requirements for a campus-wide:program. The
whole program should be as voluntary as possible, also..

The future of the Human Development Program lies in the
quality of leadership provided by all staff at :Colby
Community College. Ruch a future will continue tOrecord
Colby Community College's dedication to providing education
to the residents of Northwest Kansas.
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PROFESSIONAL DEVELOPMENT AT
PRINCE GEORGE'S COMMUNTY COLLEGE

Peter F. Burnham
Maryland

Increased .emphasis on staff development in the public two-year
college.has led to a tremendoua upswing- in the interest of deans-,
department chairmen, and faculty in prOgrams which have been estab-,
lished for some time and-which.may serve as-models for other insti.
tutions. .The efforts at Prince George's Community College in Largo,
Marylarid, are net totally revolutionary,,but.they, are noteworthy.

primarily because they refleet the euccesses and the pitfalls of a
relatively "old" (17 years), traditionally structured institutioa
approaching staff-development in a More than token manner, :Also,
Prince George's faculty are not contracted through collective bar-
gaining, and the program'at this institution reflects a mere
voluntary nature than:might a formalized, eontract-mandated system.
he efforts of the ataff-development program at the College have
ovided the initiatora with aome worthwhile lessons. The purpose
this paper is to share some of these lessons and, tosuggest

fut -e directions Worth pursuing. Undoubtedly, :the genetalizability
of a 4,of this As questionable, but many of the basic concepts
relatl7g to staff-development in y higher education setting Are
discuseed here; hopefully there will be something valuable here
for all readers.

/
BACKGROUND

Histo ically, staff-development has been A relatively minor
issue in higher\education.. .The typical assumption has alWays been
that-, once hire4a professionalAn higher 'education has satis-
fietorily met'ihe\pecessary criteria for competent instruetion.
Although practitiohers have long been'aware of the fallacy.of this
belief, the only prsure toward development has .been built into
the promotion/tenure Rrocess Which emphasizes professional growth
primarily through scholarly pursuits. This has been manifested in
the .perennial "publish o perish" syndrome which might be con-
sidered, in some eases, a step farther away from the genuine develop-
ment needs of'theprofessi nal.

The two-year college, hewever, has de-emphasized the need for,
although not the value of, this type of self-development. Instead,
the two-year college has-been Railed euphamistically, "the teaching
institution," where the-emphasis is on'the quality of instruction,
not the number of/published artieles, each faculty member can' claim.

1 4
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At this College, the commitment to a. "teaching" inst_tution
has enabled professional staff development to be an integral
"Learning ,System" on campus, The Office of Instructional Development-
together with theyrOfeSsional Development.Committee of the Faculty
Seriate have been the chief conduits for the professional staff
development learning system.

PROGRAM

A bread-based professional 'staff development program has been
develoPed and modified .inorder to provide meaningful-learning
experiences for-the professional college community. These efforts
have been an attempt to meet the increasing dethand in higher edu-
tatien for faculty, administrators; and profesSional suppertstaff
to keep abreast of the,rapidly. changing environments of pest-
secondary learning. The Manifestation of this commitment. can be,

perceived through an examination of the-three-pronged staff develop-,
ment learning system which has been implemented.

From its inception, the program was developed 'to accomplish a,
very ecieetic 'goal. The diversity of need's predicated a diversity
in the program. First, general service workshops,seminars, and
conferences were organized and impleMenteth These were,directed,
at- all professional. stafi Since the topics were of general:interest
to the entire professional community. Secondly, specific area
activitieS have been designed and implemented So that the specific
needs of certain instructional and administrative:areas- could be
met. And thirdly, individual professional development activities
have been provided to enable any individual to improve his or her
profesSionalcapacities according to the primary function of that
individual on campus..

As an'illustration of this diversity, programs in each of the
three'categories will be brieflY described.

The general audience program included prograMs Such aa a three-:
day workshop which examined "Non-Traditional.Approaches to,Learning."
This workshop attempted to provide faculty aiid administrators df any
discipline with the tools for initiating,' deVeloping, and implement-
ing a. "non-traditional" learning strategy. The major goalof the
workshop was to,familiarize the participants with the proceas of
formulating, a unique approach to learning. Theend result was the
application of the general concepts to more specific proposals
engendered in certain academic and administrative_areas., To date,
three-of the plansAeveloped at this workshop have been implemented.

Another general audience program included the first in a series
of three mini-courses for staff development. This mini-coure, "The
Community College and-the LaW," provided professional staff with
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insight to the legal perameter within which the institution.operates.
Fetus was plated on the three legal levels: the countythastate,
and federal authority.

The other two mini-courses in this series were geared more to
faculty interest. The second,coursei "Gaming Techniques in'the.
Classroom" exposed teaching faculty-to the theory and application
of simulation/gaming, as an instructional tool. The third_mini7course
which was geared to, faculty and administrators alike was,"Collective -
Bargaining: ,A Simulation Exercise." This,program_Was_developed to
enable faculty and administrators to experience the procesg of.
collective negotiations in higher education. The exPeriential. ode
Was used to give the participants a sense of the pressures and
nuances of collective bargaining.

The specific intereat thrust waspromoted through the:use of:
"area'grants",wherebY individual areas applied for profesSional
_development lunds to underwritethe expense of. a Staff-development
activity in their area:. The,Prefessional, Development_Committee hag
sponsored fourteen of theSe activities in the past_tWO years. They
included-a Social.Stience Division goal-setting workshop';'a human
relations seminar in the Political Science/Geography department; a
Proposal Writing workshop fonadministrators; an Affirmative Action
Seminar for all Cost Center managdrs And a-Field SuperviSor,Seminar.
for adjunct staff in the Allied Healthprograms, as Well asrnumerous
otheespecific diseipline programs Each.of these activities'received
planning support frOm ho colige committee, and each accomplished
its specific goals within the larger framework of overall, tollege,
staff development.

The third thrust of staff development has been'the support of
individual staff development activities. -,Such,programs include
general skills development. such As the'provision of a mediated speed7
reading course and Support inthe area of individual instructional,
development. The-encouragement-of extended time eleased time pro-
jects has been a further illustration of the programs'.attempt te
meet specific gtaff development needs for specific individuals.

iHE ALTERNATIVE INSTRUCTIONAL.PATTERNS CURRICULUM.

In order to give the college a professional and instructional
development focus; the"AIP curriculum".was developedi Members of
the Faculty Senate Professional-Development Committee prepared a.
philoSophical position paper entitled aternative Instructional.
Patterns (AIP). In essence AIP proposed that-PGCC.should strive to
create an atmosphere condu'eive to 'the development of alternatives
to traditional tlassroom education. AIP was approved by. the Pro-
fessional Development'Committee, the Faculty Senate, and the
President's Staff.
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The Professional Development Committee sponeored a series of
mini-courses dealingmith a wi.e variety.of topics. Participation
in these actiVities was generally gOod,and participants evaluations
were encouraging. .

\

\

A list was compiled containing instructional topics of potential
interest to the PGCC faculty and staff\ This list became the heart
of the InstruCtional interest Matching Service (IIMS). At fall
orientation, the Professional Development Committee surveyed the
interests of individual members of the c'ellege staff, and then pro-
duced compnter listings of those people ;Atli comma'. inCerests. The
instructional topics surveyed were neither well defined, mutually
exclusive, noi all inclusive. Thus, the

7

S list represented a
strong indication of some interests of man faculty members.

k
Thus, with an approVed philosophy for I'struetional. Development,

a proven method for accomplishing Professional Development, end a
list of potential participants in the future Professional DeVelopment
activities, two organizations, the Professional Deveiopment Committee
and the Office of Instructional Development, have developed p coordi-
nated program through which AIP can be implemented. The priMary.
function of'the Professional Development Committee is to prepare and
conduct a coordinated series of educational activities dealing with
considerations in instructional development and the various component
parts of innovative educational packages. The function of the
Office of Instructional.Development is to assist the college community
in the.development, assembly, implementation, and evaluation of such
package

,

DESIGN OF AIP CURRICULUM,

Tbe following pages demonstrate the "AIP Curriculum" Design.

XONCLUSION

In essence, the staff development "learning sy e hae met
the following objectives:

1. To tmplement and institute effective means to determine
etudents iniereets, needs, and level of academic skills.:

The "students" in this sense are the professional staff members
of the college. The diversitY of programs offered have been created
threugh-identification of needs by:survey and,the perceptions of the
committee as to the educational priorities of the institution.

To develop an.inst uctional model.that accommodates indi-
vidual differences among students,by providing a variety
of ways to achieve an agreed on:set of instractional
objectives..



The eclectic nature of the e-r;taff development program has effec-
tively providoi optionot models of learning 'for the participants.

'Hurt. workshop .txperientiai learning, and individual
i t;itne are all means which haye been utilized.

Involve academic lacul ty and other staff membe of the
college in a cooperative effort to improve the instructio al
processc

Perhaps no -'other "learning system" on campus accomplishes this
objective more than the proNssioral development program. The inter-
a,1 ion of_facultv of all disciplines as well as administrators and
other professional staff members illustrate the cooperative effort

.ird the rovement ol instruction in its mosL effective form.

P- vid a significant degree of instructional,flexibilitY
to make future'growth and enrollment limitations in space
requirement less tf.aumatic to- students and to faculty and
less inhibiting to the instru_tional process.

Thc professional development program is integral in the exami-
nation of flexible systems for education. jhe program itself is a
model.for diversified educatiOn that makee optimal use of its

,

resources.

5. Provide instructional option for faculty, sta f, and stu-.
1

dents who want to participate id and-contribute -to-the
academic program of the,college,outside or the traditional
self-contained clas

The program provides a coordinating center for the many d&
traditional explorations of the faculty and staff. It is a creWtable
clearinghouse. for Innovation as well as a stimulant for change.

6. Rake innovative -instruction mere attraet,ive to the faculty,
the staff, and the students of the college.

1ga n the major goal of thp progran is te accomplish just this.
The exposv _ to 0 variety of ideas has a direct spin-off effect on
the tnplemen ltion of innovative instructional strategies.

Proyide alternative modes of professional growth and
development for faculty and staff as an integtal part
the lebrning process at the community -college.

.

a

Bydefnition, the professional development program provides
alternative modes for professional growth. The program has been -

deveioRed to enhance the professional stature of the community, and
it s been'very successful,ln achieving this objective.
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In conclusion, the Staff Development "learning system" ie one
of the most important areas developed at Prince Ceorge's Community.
College. The future pions [or Its expansion are evidence.of Its
growing credibility and success.

3
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A Ctirrictiltim for Alternative Instructional PntternsATP)

Coro Mini7Courses

Air 900 - The instruc ional Develo ment Process is a collection of
mini-courses dealing with the basic tools, considerations,
and procedures involved in designing a newcoutse/
curriculum/program or revising an existing course/
curriculum/program.

ATP 900A - An Introduction to Instructional Development
is a course designed to give an overview of
the scope, considerations, and procedures of
instructional Development.

AIP 900B - Objectives is a course designed: to demonstrate
the variety, versatility, and power of objectives
as an essential Instructional Development tool.
It is not a rigid.course about behavioral
objectives, but rather of'alternative types of
objectives and how they tan work for you.

AIP 900C - Needs_Assessment is a,course concerning various
factors which must be considered and assessed
before you start to design.a new'course or
revise an old one. These factors include the
lieeds of the students, college, and community
which must be dealt with while formulating
objectives and selecting instructional modes
and packages.

AIP 9000 - Development_ and_IE21LL1,2 is a how-to-do-it
course designed to illustrate as specifically
as possible the step-by-step procedures involved
in actually putting together and implementing
an Alternative Instructional Pattern.

AIP 900E Evaluation and Modification is concerned with
the requirement to evaluate an Alternative
instructional Pattern during development,
during implementation, and continually there-
after. Snob evaluations must measure not only
attainment of objectives, but satisfaction of
needs as welL Evaluations generally'suggest
modifications which will need reevaluation and
lead into an unending cycle offine tuning.
Through this process your Alternati-e Instruc-
tional Pattern can change with the times rather
than growing old and stagnant, and someday being
replaced by a 'new one.
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A Criic_.n for Al_ternative Instru_ctional Patterns_(AIP)

EicctveMiri-Courses

AIP 910 Alternative Deliver Modes is a collectl of mini-
courses dealing with the various choices open to the
instructor when selecting a method of instruction.

AIP 920

AIP 910A TOividuer Inatrnction

AIP'910B - Small=grola Instruction

'ATP 910C - Lecture-discussion

AIP 910D - Media

ATP 910E - Practical ek erience

Alternative Instructi s is a collection of
mini-courses:dealing with the various .choices open to
the department when designing a new course or revising
an old one.

AIP 920A $elf-gacing

AIP 920B - Mini7couraes and_ Modular Instruction

AIP 920C - Contract grading

ATP 920D Combined courses
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THE ATP CURRICULUM: COURSE BREAKD WN

AIP 900

THE INSTRUCTIONAL DEVELOPMEN: PROCESS

(CORE MINT-COURSES

AIP 900A
INTRODUCTION

AT

OBJ
90013

TINES
AIP 900C

NEEDS
ASSESSMENT

AIP 9001)

DEVELOPMENT
AND

IMPLEMENTATION

AIP 910

ALTERNATIVE DELIVERY MODES

(ELECTIVE MINI-COURSES)

AIP 900E
EVALUATION

AND
MODIFICATION

AIP 910A AIP 91013 AIP 910C AIP 910D AIP 910E
INDIVIDUAL SMALL-GROUP LECTURE- MEDIA PRACTICAL
INSTRUCTION INSTRUCTION DISCUSSION EXPERIENCE

T--

AIP 920

ALTERNATIVE INSTRUCTIONAL PACKAGES

(ELECTIVE MINI-COURSES)

AU 920A AIP 920B AIP 920C AIP 920D
SELF-PACING MINI-COURSES CONTRACT COMBINED

AND GRADING COURSES
MODULAR
INSTRUCTION
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ADJUNCT FACULTY:
A WORKING SYSTEM OF DEVELOPMENT

David A. Harris
.Michael H. Parsons

Maryland

1.. Introduction
"Enrollment Increase: Biggest in a Decade." American higher

education appears to have experienced the largestene-year increase
in-enroliment since the mid-sixties. Closer analysis of.the
statistics indicates that two-year colleges reported an increase
of 19.3% (Chronicle of Higher Education, 1975). One solution to
the.problems posed by such unexpected grolith is increased reliance
on part-time faculty.

Recently, these individuals have been referred to as he "step-
childree-of the two-year college (Bender and Brender, 1973 ), Adjunct
faculty comprise from 35% to 45% of the:teachers in the two-year
colleges (Chronicle of Higher. Education, 1975). Yet, they receive
virtually:no systematic attention. Their courses are scheduled at
"off-times,' they receive limited assistance with course development,
evaluation of their efforts is a haphazard process, and their_access
to staff development is liMited, at best. The adjunct faculty aro
an often used yet little appreciated resource in today's twoyear
college.

Beginning- in 1972, Hagerstown Junior College (HJC), Hagerstown,
Maryland initiated a Systemabic program to realize the potentfal'of
the college's adjunct faculty. The reasons for such actions were
obvious. A changing clientele, expanded evening and off-campuS
programming:and:an increase in the technological specialization of
prograM offerings necessitated improvement in the parity between
regular and adjunct faculty.. Assessment after three yearsreveals
that the results have been worth the effort.

Program Objectives
Careful needs assessment produced three major objectives to be

met. First, the adjunct staff are, often, the primary contact which
students have with the college: Therefore, these individuals must
be sufficiently familiar with the college procedures tomeet student
needs. Second, students who enroll in courses taught by adjunct
faculty have the right to expect instruction of equal quality wit-
that provided by regular faculty. So, the instructional system uspd
by the college needs to be extended to the adjunct faculty. Finally,
there must,be a process_of,communication'designed to identify and
deal with those idiesync:ratic needs resulting from nearly forty

136.
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individuals teaching over five hund tAi students.. Each component of
the program is designed to realize a dimensiOn Of the objectives.

III. _t71,1.21Ti!ation_andr Implementation

The system designed to develop adjunct faculty consists of four
parts.; recruitment, input, processes, and output. These elements
will be described in detail later. They group together to become a
systems model closely paralleling the one described by Banathy (1968).
The college has found "systems" to be a productive approach to
instruction. The paradigm seems to be doing as well with Adjunct
Faculty development.

The college concentrates on locating the most qualified indi-
vidual available and improving his delivery capability. No procedures
exist,te increase the subject-matter competency of the adjunct person.
ft is assumed that the individual selected has exper'tise in a 'teaching
field.

Whenever staff development is discussed, the issue of cost
arises. In dealiv with the regular faculty, a college must commit .

resources to development. The adjunct program.differs significantly.
The needs of the participants are such that they can be met with the
expenditure oE minimal extra resources. The key to the cost dimension
of the program is'ereative application of previously committed
resources.

Finally, much discussicin regarding staff development concerns
mo ivation. Regular faculty require a .system emphasizingYawareness
of the benefits for them inherent in participating in development
activities (Parsons, 1974). The same is not true for adjunct faculty.
Since these individuals teach because they want to, rather than to
make a living, they tend to be quite receptive to opportunities for,
self-improvement. The challenge is to design a program that will
allow the widest possible participation.

IV. Com onents
The initial aspect of any system is recruitment of the par.ic -

pants. A national survey revealed that 67% of the institutions
surveyed (166) have no-formal recruitment- procedures for adjunct
faculty (Bender andBrender, 1973). 'WC uses. a Procedure designed
to recruit the best Available candidae. A committee screens appli-
cations and recommendations from facul_ and staff.. If no qualified
candidate emerges, media advertisement. used. The result has been
highly qualified applicants.

The screening committee reviews the applicants and recommends its
'choices to the Dean of Instruction. After his'review, if the.candi-
date is acceptable, a contract is written.. If the indiVidual is not
accepted, the process begins agaih.

15 9
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When an individual is employed, he is provided with several
documents. The college has adopted a format for course outlines
and-the individual is given one for the course he is to teach. The
text book:and supportive materials are also provided. The person
meets with the appropriate Division Chairperson and Associate Dean.
A discussion takes place regarding the construction of the indi-
vidual's outline. Particular atten ion is given to preparing course
objectives, student evaluation, use of media, and classroom delivery
techniques. The adjunct faculty:member is-expected to have an out-
line ready for the students when the class begins. If.difficulty
arises, the person requests the division chairperson for assistance.

The firnt phase of the input process, following recruitment,
is providing the adjunct faculty member with the
Handb2ok. If the individual is to he of maximum benefit to himself,
the students, and the institution, he must be conversant with college
policies, regulations, and procedures. The handbook lowers anxiety
levels, relieves college staff of the repetitive task of briefing
each one, and provides each person with a ready reference when
unanticipated questions arise. Bender and Hammons have identified
an Adjunct Handbook as a critical4ncident in adjunct faculty devplop-
ment (Bender and Hammons, 1972). More importantly, seven semesters
of adjunct faculty at HJC have unanimously praised the publication.

The second pha e.of the input procesS is the adjunct faculty
workshop.- Bender's national-survey -diseovered-that-twOye:ar colleg
generally, have no developed workshops tailored to meet the needs
of adjunct faculty (Bender and Brender, 1973). At HJC, the workshop
is traditionally conducted during the second week of classes. There
are several recurrent goals for the workshop. First,'those college
personnel with whom the adjunct faculty member will work are intro--
duced. The intent is to reduce the feeling of being a stranger and
to foster communication. Second, questions regarding the Ad:unet
HandboOk are answered. Usually, several unanticipated issues are
raised. All.,adjunct personnel, as well as regular staff, benefit
from the discussion. Finally, the division chairpersons meet with
their adjuuc__ Faculty to clarify discipline questions and discuss
divisional matters. The workshop attempts to initiate communication
processes which will continue through the semester.

Hage stown Junior College has deveroped several auxiliary
services which are essential to a successful adjunct faculty program.
_These processes comprise the essence of college contact with the
individual during the semester. Most of the adjunet faculty at HJC
teach in the evening. The- college-established an evenin&coordinator
role five years ago with each of the college's administrators per-
forming the role several' timeS each.semester. The evpning calendar
is made available to the adjunct faculty. There are two reasons fpr
so doing. First, if a problem arises, the individual knows who to
contact. Second:, if the individual desires to discuss something with
a given administrator, he may plan accordingly, Another critical
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auxiliary service is access to media. The college media center
remains open during the evening to make it possible for the adjunct
faculty to mediate instruction or to discuss ideas for special
assistance. ,Finally, the college, as part of its commitmentto the
system a,aroach to instruction, has developed a series of learning
centers. The enters remain open during the evening. The adjunct
faculty may ret:r students to them, integrate their services into
the instruction:I process, or discuss alternate approaches to
realizing course objectives with center personnel. Over the past,
three years, majo complaints from adjunct faculty have declined
appreciably. The oregoing services are cited as the reason when
adjunct faculty are surveyed.

Eerier in this presentation reference was made to creative
application of previously committed resources. Each of the foregoing
components4has a cost. Net, the costs have been met by re-arranging
schedules in such a way that time is more efficiently used. There-
fore, a major staff development endeavor has been brought to fruition
with the commitmenet of minimal new resources.

The final aspect of the develoPmeat system is evaluation of the
output. Bender- And Hammons indicate that iStudent evaluation or,
other forms of institutional evaluations for part-time faculty are
seldom part of a planned program" (Bender and Hammons, 1972). HJC
adopted, a dual evaluation system two years ago. Each-adjunct
faculty member is evaluated the first time he leaches and annually
thereafter. The evaluation involves an objective/subjective student
evaluation,-and an objective/subjective superVisor evaluation. The
results of the evaluation are tabulated and used in a conference
with the faculty member. The results are a major determinant in
whether the individual will continue-to teach for the college. The
evaluation of output becomes input,and thereby, closes the loop ia
the HJC adjunct faculty development system.

The HJC approach; including:recruitment strategies, handbook,
workshop, auxiliary services and.evaluation, provides a Viable
adjunct faculty cadre for the college. Without.the system, the
college would be unable to meet the needs of a clientele which is
expanding and changing in nature.

Conclusion
The program operating at Hagerstown Junior College is a dynamic

one. It grows and ehanges as the need arises. Only in this-manner
can the college remain accountable to its ever changing clientele.

During the adjunct/ faculty workshop and during the, conference
th each teacher; the question is asked "how can the college

improve its services: tb your During:the fall semeater, 1975-a sig-
nificant issue emerged. Many adjunct faculty requested the oppor-
tunity to meet together during the semester to diacuss commpn
instructional concerns.
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Beginning in the January, 1976 semester. an adjunct faculty
instructional clinic was initiated. It was organized by the college
administratton but conducted by the faculty themselves. IL met as
often as the group had material to discu5S. Attendance was voluntary.
The result is expected to be a greater prbfessionalization of the
adjunct faculty and improved instruction for the-College.

In 1963 Kuhns-stated "American junior -colleges would be hard-
pressedto offer the wealth and variety of programs currently
available wore it not for dedicated instruction provided by hundreds
of part-time faculty members" (Kuhns, 1963) . The author chronicled
the problems faced by adjunct faculty. Hammons reviewedhe status
of adjunct faculty development in 1974 noting that few colleges
systematically assist their adjunct personnel and suggests "... each
institution should consider the value,of in-servicejictivities
specifically designed for-part-time staff" (Hammdns, 1975)., It

would seem that sufficient time aas passed. The Hagerstown model
i8 not perfect but it has been effective in meeting the needs of
students and faculty. Christ, n a parable spoken nearly two thousand
years ago, stated that the laborer is worthy of his hire. Is not the

'adjunct faculty member equally worthy of development?
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STAFF DEVELOPMENT AT
FOREST PARK COMMUNITY COLLEGE

Otis L. Bolden
Missouri

Staff development isla subject much like the p'roverbial baby,
motherhood, or the flag, )11ardly- anyone opposes it, they simply
founder when a precisiom of definitions are required pr better'still
-when action steps are required Co implement staff development.

Recently I was in attendance at a staff development conference
and discovered that faculty development endeavors at a number of
colleges cover a wide range of piecemeal and fractionated efforts.
Most colleges and community colleges are just beginning systematic
and coordinated staff development (inclusive of classified, faculty,
and administrative personnel). There must be concerted effort, at
an institutional level, to implement ongoing Staff development
programs.

There are several underlying assumptions in the implementation
,and er .systematizing of staff development and these assumptions
-should be kept in mind.

One overriding assuMption in the 'determination of staff develop
ment programs is the necessity for institutional renewal and
regeneration. There is a natural process built in.to all things,
whether social or physical, which tends toward disorganization,-
dissipation, and disorder. This entropic phenomenon can be-,cheeked
through,deliberatiVe planning efforts.

Another assumption which is closely akin to the first, is
that the college purpose And philosophy informs the kinds of staff
development programs to be undertaken. If the purpose of the insti-
tution of -higher education is, as one district states, "to provide
convenient and accessible opportunities for diversified learning
experience, (in order) to assist all members of the community,
individually and collectively, to develop the best of their human
potential," then staff development should seek, in various ways,
tofacilitate the accomplishment of those ends.

With the deceleration of, growth of the community college move-
ment and retrenchment in all areas Of higher education the emphasis
must be decidedly ution: what can be done with, to, and for,the
staff to insure mere effective and efficient use of resources?.
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Who is to determine staff involvement? The question assumes
responsibility and accountability for staff development resides
primarily with somebody or a group of somebodies, i.e,, a planning
arm for saff development It,.in essence, raises th.4 basic issue
of institutional legitimacy. No plan for staff development will get
to first base if it is viewed as something imposed from the ethereal
regions.of administrative fiat.

The staff development programs must have both sanction and
finance from top levels of administration- and continuousinput and
involvement in a very precise. way. There should be clear definitions
and boundary - setting from all interested segments of staff. Since
the individual staff member knows best what he or she needs to know
and to do then, the ihstructor can identify the training needs he or
phe really wants Eo meet in order to implement the changes in
instruction resulting from training, and use'the evaluation as an
instrument for further developmen't (Lefforge, 1971, p. 3),

The Saint Louis - Saint Louis County Junior College District
has provided some leadership in the area.of financing reseafch and
development projects. In a paper which pointed to eight years of
faculty,generated research and development, Walter E. Hunter (pp.
57-68) listed what he believed, on the basis of data, to be the
results of those projects

1. significantly improved the learning climate in the
districts' classrooms, lecture halls, and laboratories;

helped the district rise to a prominent position among
institutions of' higher education;

helped the district maintain the strong support of the
total Saint Louis community;

helped to maintain high faculty morale and low faculty
turnover.

Although faculty deVelopment has theoretically been 2 high
priority in the Junior College movement and served to free faculty
to engage in the change process, there have been pitfalls in the
outlay of this "risk capital." Some of the pitfalls pointed out by
Hunter (pp. 60-61) are:

1. some faculty members have not used Research and Develop-
ment money wisely;

2 - some have applied for'Research and Development money
primarily to provide summer employment;

some projects have been poorly designed and carried ogt;,
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Some projects are misleading ith respect a outcome;.

the transferability of projects and the,willingness to

share the outcome of projeets are less than desired;

scime projects proposed are supported by too little

research and prior consideration;

7. some projects haVe lost their first creative support

and are-now less viable.

These flawstwon't easily go away but the benefits accruing
from research and developMent outweigh.the deficiencies.

Perhaps it may be necessary to free up a faaulty (staff) member
in charge of heresy ala Noel F. McInnis (1968, p. 45) ot Kendall
College, with wide faculty based supPort, to iron out flaws and more
basically to encourage development'from within faculty. Northwestern

University psychologist Donald Campbell has called this, "the spirit .

of continuous, contagious, instiCdtional experimenettion" and is

very desyable throughout higher' education.

'Ceatra 4PP. 29-30) states that q number of faculty development

models have been implemented at various community colleges. Several

have emphaSized student achievement of defined instructional objectives

as tite appropriate measure of teaching effectiveness. One model used

at (olden West College (California) since 1967. A contract model--
q3y :the individua,1 teacher meets at the beginning of the year

i divisiopal chairman and the academic dean (and perhaps an
acad trite specialist) to discuss course objectives and techniques

for validating student learning, Training in specifying and .

.measuring objectives IS also ma( available for the instructor, the

1
meeting results in a 'contract' between the instructor and

his dean and chairman, Specific written objectives are 'illared with

students so that.they tdo will know what is-to be learm!d."

V
O'Banion (1973) cokes-the same kind of observation coaccming

"staff developments central Function as effective student learning

and states that the ,suceess or failura of th6 community junior
college in the 1980's rests on the same base as 1.d in 1970's

th° TIaltil of theliaa_j_lAlf (emphasis mine).

If in t-he future the commintity 'college moVemept is to retain

tho charac of be'ing a place where tlw community, (all segments of
the commun ty), IS served, them dill perspns responslhje for further-
ance of the community college misaida must clear.iy grasp itfl mission

and project Its message throughout. Roger II. Garrison (1967) in a

document on i9sues and problems iniunior colleges called for various

approaches Co Oiling Some oft the outstanding problems of junior

college facultie ,

1
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The creation of patternS for speeial institutes, seminars,
and conferences,for the continuing professional refreshMent
and upgrading of faculty.

More 'effeetive dialogue among junior college faculties,
among faculty members in particular disciplines; between
teachers,and administrators; between junior college and
four year institutions.

A facultysraff development program would address all of these
issues head-on. Some methods suggested to be implemented were:
summer institutes, workshops, seminars, from four to six weeks,
where teachers imallied disciplines meet çà study discuss, share
problems and materials of instruction, wor shops for junior college/
administrators; information clearinghouse, task forces dealing wi
particular problems.

O'Banion (1973, p, 83) -makes several-a sumptions, among o h
about the.character.of the community junior colleges and needs
informed by these characteristics. One,tif those assumptions,- the
community junior college students are special kinds of students and
there is a great need for a number of-c mmunity college staff
members .who are especially qualified to serve these kinds of st dents
in these kinds of institutions. O'Banipn states, "If the comm_nity
junior college is to.grow in quality hs' it has quantity, if th needs
of minority groups are to.be met, if t&c undereducated are to iave
a-second chance; if the needs of businss, industry, and gover ment
are to be provided for;- if conununitlesj are to be given Opport nities
for rjnewal and rehabilitation; if all human beings are to be/given
oppo _unities to explore-extended and experience their hopes and
dreams; then it is imperative -that immediate and considerabl
attention to be iven to the_educatiot

.'ctelrcrAEYC211.2.8LI-Fc'r tf_Lhe
and If this colle-e falls this democr- _
gseat travail to_geperate other .inst-
proper Work of the communit unior_co

needs,of _those who
fails the colle-C f

c- will be obli-ed'
tions to acco-

(emphasis m

While it. is imperative that univers- ties and colleges must
provide preservicetralningforreachers, the greater weight and
need to retrain the ongoing exisring coll4e staff can on'ly be met
by pie establishing:of good, highly syste atic inservice programs.
Among the prioritiea for the 7008 in the aea of special programs
sho-tld be a staff developmenL °Meer whos- primary purpcse would
be, o develop And coordinate self develop cnt programs for staff
that le d to improved learning for students."

At Forest Park Community College we are attempting to systematize
s _ff development in a coherent and funcIona1 way mesh ng efforts
with the felt needs of individual staff.
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The current and projected staff development programs and a

short description follow:

1. CONFLUENT_EDUCATION:

An approach to teaching and learning that places as much emphasis

upon the affective correlates of the educational process as it does

upon the oognitive process.

2. FACULTY FILM SERIES:

A series of requested films set

3. ,STUDY SKILLS WORKSHOP;

or staff preview for use.

inservice seminar given through the divisional meetings
which-stresses teacher learner techniques in listening, note-taking,
.outlining, reading, for meaning., and'testing.

4. 0.S.H.A. ORIENTATION FOR SUPERVISORS:

Te acquaint gUpervisors with the Occupational Safety Health
Act and institutional requirements in meeting said Act

5. AFFIRMATIVE ACTION:

For divisional and department heads', supervisory personnel, and
interested staff. Workshop will cover the definition of Affirmative
Action; legal guidelines; consequences for not implementing AffirmItive
Action, authority withinthe institutions, etc.

EXTENDED TIME SEMINAR:

A day Or two seminar focusing on staff development projects in
a Kahedoscopic display carousel-like format. Smorgasbord demon- .

serations at various points of the projects developed by faculty
with released-extended time mOnieS.

EXTENDED-RELEASED TIME PROJECTS:

A collation and retrieval of data on all extended-released-time
projects developed by faculty Since 1964. A cost to the district .

of over $200,000 in that period of time. Theso proj'Acts reflect
individual and some program-development projects and courses in all.
.areas of the college.

3. FLANDERS_ANALYS'IS OF_TEACHINO METHODOLOGY:

Check-list of methods used by Lem_
and evaluation of various teaching methods.
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9. ORIENTATION:

New and returning faculty - weeklong meetings and'seminars -with
new faculty coVering such-topics - Community College Student; Commu
nity, Instructional Programs:, Instructional Resources. (Use of the
Buddy System)

10. MANAGEMENT TRAINING. SEMINAR:

A ten-week -course in how to manage and communicate e ectively;
especially geared to management or supervisory personnel.

11. EMERGENU MEDICAL TRAINING;

A medical."first-aid" training Program to acquaint superviso
personnel with the basic hurry,cases in accidents, injuries, or
sickness.

12. COMMIJNITY AWARENESS PROGRAM:

An Ongoing Series of Programs involving staff, faculty, and,
/administrators in.active involvement and participation with community
groups at the various community agencies and organizations.

13 TEACHER EFFECTIVENESS TRAINING
_ -

A series of seminars which focuses on.teacher communication
and listening skills. The process involves problem recognition and
discrimination, a no-lose resolution.of conflict, and_a_wholesome
appreciation of the needs, both of one self. and:others.

14. -LEARNING THRU_DTSCUSgION:

A staff development workshop utilizing methodologies for
effective discussion of material presented. Key ideas and themes
and their identification and elaboration.

15. STUDENT-FACULTY RAPS:

An ongoing aeries of informal meetings between students and
facul-y (and adMinistrators) to increase reciprocal communication
and visibility of students and faculty and at saMe time reduce
institutional alienation and estrangement.

16. MEDIA-RESOURCES WORKSHOP:

A ser-Les of workshops utilizing the Instructional Resource
staff in interaction with faculty.

Objec_ive: To maximize faculty knowledge and .use of audio-
visual materials and development of instructional packets for
greater individualization of learning.
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VOCATIONAL EDUCATION/BUSINESS INTERFACE
.
IN NEBRASKA

C. Lonnie Johnson
Robert Klabenes

Nebraska

The project which this paper reviews was funded under the pro-
visions of Part F, Section 553, of the Educational Professions
Development Act. The purpose of the project was to develop,and
pilot test a model business community/vocational educational inter-
face program.... This purpose is consistent with an emerging emp*Iasis
upon business/educational exchange supported by.the Nebraska State
Board of Vocational Education.

The'central focus of postsecondary vocatlienba-technical edu-
catica-is-to provide learning experiences for students which are
responsive to the problems people face in finding the right jobs and
aJvancing within them. Rapidly-Lchanging industry demands.that stu-
dents are trained in the most current ,technological techniques. In

order for vocational,techniCal education to be responsive to this
need, the business community and vocational educators must,work
together in the designing of. technologically current student learning
experiences. A process-oriented business community/vocational edu-.
cation interface program model was developed and:pilot tested for
the purpose of improving postsecondarY vocational technical education.

Southeast Community College is a public supported two-year area
institution serving 15 counties in Southeast Nebraska.. The College
aria encompasses approximately 10,000 square miles and has a popu-
lation of over 343,000. The College is a multi-campus institution
with ,eampuses at Fairbury, Lincoln and Milford. Milford formerly
was a state technical college serving the state of Nebraska.

The total student population of Southeast Community College -
Milford Campus, now 750 full-time students, will benefit as will the
ten'totwenty faculty participants share knowledge gained with their
colleagues to validate curriculum or recommend changes. The majority
of students attending Milford Campus are fromseutheastern NebraSka
and are employed by businesses in the same area; therefore we con-
centrated on selected businesses in.southeastern Nebraska.

This method ef validating or changing instructional content,
methods and equipment was selected because it allows person-to-person
interface between the instructors, who train the students, and the
students' future employer. For educators, it provides .hands-on
experience With the latest Oquipment: and technOlogies used in his

148

17 0



149

industry. These interfaces take place in both the industrial and
instructional settings.

The Objectives of the Vocational Education/Business interface
are as follows:

A. This program model will allow participants from the teaching
faculty

,l. to participate in on-site industrial visitationoand work-
related activities;

2. to ident.fy current and emergin- technologieS in the
business community;

3. to share learning experiences with depar mental colleagues;

4. to assess with colleagues the technological cur-eney of
the departmental curriculum;

5. to validate present curriculum or recommend changes to
incorporate current and emerging technologies into the
curriculum;

6. to assure that technologically cuirent student learning
experienCes are part of the departmental curriculum

B. This program model will alloW participants from the business
community

1. to communica e directly with the instructional staff;

2. to recommend Changes fin' improving instructional content,
methods .and/or equipment;

3. to irectly interact with students 'in an instructional
setting.

Note: The Milford CaMpus currently has 300 people from buSiness
and industry serving as advisory, committee members. These
people are quite active in assisting the Milford Campus in
review of general curriculum and instructional procedures.
Each advisory committee meets formally Once a year and then is
available to consult with instructors at.varinua other times.

The utilization of people from the business community_p:_ su-nt
to this proposal would be above and beyond what we norma-ly
expect from advisory committee members. That is, we would \
expect people from business and industry working with us under
this grant would provide us with in-depth criticism and/or
assistance regarding specific phases of a given program. The
in-depth kind of participation we are expecting from,these
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people goes far beyond the -kind of general program assistance
we are currently getting from our advisory committees.

This program mOdel will allow participants from the Student=
Services and Placement Office

1. to compare the industrial model of employee activities and
services with the collegiate model in an effort to;

a. develop a more satisfaCtory model for vocational-
technical students; .

b. reduce student attrition through increased btudent
involvement in institutional activities;

2. to compare industrial systems of personnel records manage-
ment, maintenance and storage;

to investigate possibilities of improved placement procedures'

4. to examine the industrial.setting with the goal of developing
instructional and/or counseling techniques for assisting the
graduate to make a,rapid and successful transition from the
student role to that of employee.

D. This program model will determine the success or failure of cer-
tain time/interface options in the program model-of vocational
education/business interface.

The Nebraska State Board of Vocational Education has recograzed the
emerging trends of state and national vocational_ technical education
toward 'educational/industrial exchanges.- The Educational Professions
Development Act has given a high priority to this type of activity..
This type of program had not been .tried in Nebraska prior to this
field test of the program Mbdel.

At the conclusion of the program, recommendationS were made to the
Nebraska,State Board of Vocational Education as to the success or
failure Of thp.model, and which time/ inte'rface options were most
successful.' The model may be recommended regionally, statewide, or
nationally as a method of improving postsecondary.vocational tech-'
nical educattm.

The planning and_development committee considered and analYzed the
following alternitives for meeting the stated objectives:,

A. Alternative Reading

Reading professional educational and' indu trial literature on an
individual basis is a method to. make instructors aware of current
and emerging technolOgies. To establish an extensiVe research
and current-technologies library in all subject fields in the
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curriculum would be the major cost. Estimated cost -

$125,000.00

B. Alternative II - Educa ional

Each instructional staff member could take one or more pro-
fessional course§ at a college or university.
Estimated cost -- $7,500.00

C. AlAernative III - Interface with industry

.:On-site business and industry observation, simulation, hands-on
experience and return of industrial consultants to the Milford
Campus will allow personal interaction and hands-on experiences

:whiCh neither .of the other alternatiVes provide.
Estimated cost - $10,000.00

Before the project beginning-date of March 1, 1975, -the folloviing

preplanning activities took place:.

A. Descriptive brochure will be prepared and distributed to the
Milford CaMpue facultiand business and industry to explain
the program;

Participants from the faculty were,selected;

C. Business and industrial concerne willing to participate were
, selected;

D. An informal contract between the College and participating
businesses and industries was written to clarify mutual
expectations;

Each departmen4 and business concernngreed with-the Project
Director on one or several,time4interface options to be tested;,

F Pre-test and post-test attitudinal instruments were designed;

Pre-tests were adminis ered by.the Project Director;

H. Arrangements were made for substitute instructors.

The combined effort of Southeast Community College - Milford Campus,
selected businesses and industries and the Educational Professions
Development Act as administered in the ,State of Nebraska through the
Nebraska State Board of Education were needed to carry out this
program

A. Th: EPDA funds provided;

necessary instructors who assumed regular clas --om dutIes
while teaching faculty were off-campus;
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honoraria and travel expenses for industrial consultants to
and from the College;

travel expenses for educators to and from businesses and
industries;

4. design of evaluative instrumentation:.

5. office and instructionalsupplies.

B. The Southeast Community College - Milford Campus fulas provided: .

,r

1. Project D rector'at 15% released time

2; Secretarial services at 25% released time

3. Media Production assistance as needed

4. Educational participants maintained at usual salnry

5. Employee benefits and t,eL __es

6. Indirect costs

7. Meeting and instructional facilities

8. Instructional equipment

C. The selected business and industry concerns provided:

1. Business and industrial consultants to vlsit the Milford
Campus

2. Personnel, facilities, equipment and resources for the
educator in industry.

D. During the terminal evaluation phase cross-analysis of results-
among the occupational departments was made tp determine potential
areas for greater inter-departmental cooperation.

The formal program - began on March 1, 1975, and_consisted of the
following,activities:

PlannIng Procedures'

Five areas within the .Milford Campus.(Manufacturingnbd Fabrications
Occupations,-Construction Occupations, Electrical and Electronic
Occupations, Business Occupations and Student Services) received
favorable responses from the business community concerning the con-
cepts of this program. Each of these fiVe areas conducted its own
interface with its appropriate industry and assessed its own depart-,
ment curriculum.
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Each of the five occupational department chairmen in the program deter-
mined with the selected faculty and business participant the best and
;-Most apPropriate time/interface options for them, (See explanation in
Part B below). The Project Director, gave final approval to -guarantee
a minimum ofjive different time/interface optiorwto be.tested. A
Maximum total of fifty working days for all tests.was allowed for edu
cators to visit industry, andTifty working 'days for all tests was
allowed for industrial consultants-to visit the Milford Campun.

Time/Interface 0 tions - (Par

To assure maximum flexibility of field tests, several optiOns concern-
ing length of time and type of interface have been developed. Each
academic departmentworkedwith the Project Director and the specific
business or,iredustry to determine the most advantageous combination
of options' A minimum of five different options was tested during-the
program:

Options may include:

1. instructor visits one industry fOr two weeks
2 one_instructor visits several industries for One or two days

each
3. several instructors may visit one or more industriesfor

one to five days
4. one industrial consultant may visit the Milford Campus for

two weeks
5. several consultants Trom several different businesses and

industries may spend.one to three days at the-Milford Campus
6. several consultants from one business or industry may visit

the.Milford Campus at once Tor one or more. days

/ De a tmental_Pr cedure

Each of the tive departments proceeded with their field test.inde-
'pendently from and concurrent with each other depa tment test.

Visitat on Phase

A. The selected instructor(s).travel to the industry site and begin
assimilating into the corporate structure. They may attend meet-
ings, and seminars, take tours, perform mechanical functions, study .

problems and otherwise learn how the industry is tunctioning and
what the latest technological innovations are in use there. They
discuss their role as an educator as appropriate. They seek advice
from empJoyees and managers as appropriate cOncerning the optimal
student training requirements for that industry'. Depending on
the time/interface optionIchosem, they may remain at that one
industry for two weeks for in-depth study, of repeat the process
in several industries for a few days 'each. The 'educators record
ob ervations in writing or via audio and photographic equipment.'
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They- return to the Milford Campus to discuss_experiences with
departmental colleagues.

The selected industrial and business consultant(s) for each
department travel to the- Milford Campus., They tour the physical
facilitie4,-meet with the academic department chairman and
faculty,-dieCuss educational philosophy, -goals and objectiveS
in relation to industrial needs andlatest technological advances.
They may choose to preeent lectures, conduct seminars or other-
wise interact directly with the students, sharing_ his,industrial.
.expertise. These- presentations may be recorded with photographic,
audio and/or video equipment by the-Media Production staff of
the Milford Campus for future,use as instruction, or in final
'evaluation Of the program.

--CurriculumAssessment and Validation Phase

In:a series of in-depth meetings, the faculty of each department
critically evaluate the contents, instructional methods end equip-
ment of the current curriceluM in-relation-to the experiences of .

the faculty and industrial participants.

RecoMmendations for improvement in content, methods or equipment,
or validation of current practices, are made in writing to the
Coordinators of-instruction. .Approval and prioritization of
changes are made by the Campus Director.

Pro am Model Evalua_ on Phase

Each instructor who participates completes the post-test which is
',ministered by thellroject Director. The Project Director also
ministers the post-test survey to students on the Milford Campus:
e Prolect Director synthesizes the -results of theettitudinal,

sirveys ompleted by instructors and students into one data cam-
_
pLiatron.

!

vIluation Procedures

The Project Direetor brings together the/individual department
evaluations. He discusses t e results with the Campus Director
and department chairmen.

As a groUp recommendations a e made'concerhing the value 8f the pro-
_gram model and -the suggested impleMentation statewide for post-
secondary,vpcational technical education. The final report is
written,and 4isseminated.
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Industrial Experience

An integral part of the program is the industrial experience gained
by,the educators. The on-site experiences allow each one to learn
current and future work-telated skills wanted by the,employers in his
special business or industrial field. This information is then dis-
cussed with other instructors in the same occupational department
toward the goal of improving the .curriculum in that aubjeet or
service.

The industrial consultants discuss current and.future technologies in
his special subject field with theinstructional faculty. In .

addition they may directly interact with the students in the..claSs- .

room setting to teach a SPecial skill or technique.

Institutional Change

Southeast Community_Collep - Milford Campus, is committed_to periodic
assessment of technological currentness of its curricula and will
implement the successful program model.

The Project Director wasselected primstily because of his position
as Coordinator of Instruction, extensive industrial and,vocational
educational experience, and work with industrial consultants.

The ed cational- and indUStrial partiCi-pants are seleCted-bY-eaCh-
occupational department based on the established criteria.

e ia for Eligibility of Participants:

A. Milford Campus participants must be

currently teaching in an:occupational departmentor serving
in the Student Services And Placement Office at Southeast
Community College - Milford Campus;

patticipate;

personable;

4. cdpable of cminunIcating learned experiences with colleagues;

5. capable of critically assessing depa t ental cu iculum;

6. selected by Project Director, Camplis Director and depart ent
chairmen
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Industrial participants must be

selected hy employer;

2. currently employed;

willing to participate;'

in posseasion of background skills and knowledge in a. sub-
jedtspecialty as required by the occdpationaidepdrtments.
for their program of interface..

Pa icipant Involvement:

A. COmmunity & Industry

Businesses and industries \in eastern and southeastern Nebraska
are the primary non-school participants in the.model. InstructOrri
will,spend time in industry, and industrialists will spend time
on the Milford Campus, both toward the goal of absessing the
technOlogical currentness of the curriculum.

B. Instrytors

All teaching faculty and Student Services stacf wer2 involved in
the program, either as a direct participant who v!oits industry,
or as part of the curriculum assessment team.

Planning for the program wag done with the involvement of the
CaMpus Director, Coordinator of Instruction (Project Director),
:and department chairmen.

C. Students

Validating or improving the curriculum for ,technological currency
will benefit the students. as they-receive the best education and
training demanded by our local industries.

Students evaluated the learning experiences received with the
industrial Corisultants in the instructional setting..,

The vocational education/business interface program was staffed'to
provide for a satisfactory effective experience.

A. Program.Director -'(15% released time) 1

B. Program Director.!s Respopibilities

epare and distribute brochure
I)
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ipant. spend HO 1 ccc than one working daY itid no more titIti

Lon working day in An industry or business for ;fay one
time iteriace uption

Phys_ al Facijitie_s

The en Milford Campus, consi=ing of the mainctassroom but tding,
Wolsh Student Center, two doruuuturtic and varions:supp.lementary
equipment storage areas were made available to participants of the
Program as needed. Classrooms, laboratories and equitmentvalued ;it
nearly 'Fii7 million part of the existinp, fnstr ttional program, _

ond are fully ;It C-. ibtO tO pirtiCipantS.

librury Fac

Appro:< [mate iv 000 volumes of reference books ill tcehinicn 1 ond trade
fields are housed in small departmental libraries and the Lea dning

'Resource Center, All materials and library facilities t. Lilly
,

accessible to all part cipants .

int_and Evaluation

The proj ect evaluati n system Is desig ed to concentrate on the
collection of formative data collected in two ways: while testing
components during the devetopmenfat cycle and terminally while test-
ing the p rug -tm model during a bonar ide test . EvaluatIon beyond the
pilot test or at the summative stage will he applicable to a field:

teSt aig different personnel than th lovdived In the pilot

;or initial development of the model.

lye instrumenation were develop_ to pro- and post- eSt, the
,attltudes of the instructional 'faculty and Student Services staff

Ward the technological currency of the present curricula orseryi e
The pre-test is a self-assessment of personal teaching content;
methods, and equipMent, as well 0.s an assessment of the departmental'
curriCUlum. The,Student, ServfceS pre-test self assesses procedures:
and services. A1L:pre-tests indicate expected outcomes of the pro-

participation:

The post-tests are a ccl ±-assessment
program,, and how the kn
spnal Leaching strategies at

at was learned from the
gained will be incorporated- into per-
lepartmental curricula as-.a whole.

hird Lost assesses the attitudes of the students t_ trd the learn4-

trig experioncesprovided by industrIal consultants In the instructional

:setting.
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taler test S.

in term n.1 I 1rtFITIT evaluation, the Pro Ject Di ectur assimilates
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VOCATIONAL EDUCATION/BUSFNESS INTERFACE

litulLot

A. Direct Costs

1. DiToc(or

Assistant Director

3. Secretarial and Clerical

Budoeted
Part_ F Local

$ 500.00 $1900.00

N/A N/A

0.00 1125.00

pni 1 - I i !P!;1. ors N/A U/A

5. Part-tfmo Instructors 6no00 0.o0

6. SUBTOTAL FOR SALARIES Sum of lines t-5)$1100.00 $3025.00

U. Other Direct Costs

7. Employee Services and Be ?fits 0.00 177.00

8. Employee Travel N/A N/A

9. Office Supplies, Duplicoti ,,

Puhlicity, Communications x 250.00 100.00

In. Instructional Supplios, etc. 58.93 0:00

11. Lectures and/or Consu1tants 1150.00 0.00.

12 Consultant and Participant Travel 1600.00 0:00

13. Evaluation T.,m.on 200.00

14. SUBTOTAL VOR OTHER DIRECT COSTS

,...._,.........._,..,., .,

(Sum of linos 7-13) 5438.93 477.00

15. TOTAL DIRECT COSTS (Stim,of
lines 6 and 14) 36138 93 :'73502.00-

16. Total St(pend Support 1100.00 0.00

17. TOTAL DIRECT AND STIPEND COSTS
(Sum of linos 15 and 16) 7631L 93 3502.00

IS. Indirect Costs .0.00 380.0.9

19. GRAND TOTAL (Sum of 11nos,,17 and-18) $7638.93 $388200
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Budget
Line ftem

. DIRECTOR

3, SECRETARIAL AND
CLERICAL

RAM-TIME INSTRUCToRS

hud_T.t Notes

E:Lp la not ( on

1)/ of regular dillies to serve :P;
Pro1:eet Director.

257' released Limp will he allowed tor
secretarial assistace.

I 11,", I t 11 or-:; or a ma:.!imum
`l c1,1s:4 wh I 1e (41 1.1.. t_ Iona] pArt

are actively involved in the
program .! $2).00/daY.

. EMPLOYEE SERVICES Social Security payments for director
ANT.) BENKFITII

Y. OFFICE SUPPLIES,
DUPLICATINC, PUBLICITY,
COMMUNICATIONS

10. INSTRUCTIONAL
SUPPLIES

.111d I i.11 p.'t :,.11111t

Iftoehnre and final report.
supplies.

seellarloous

1010pmenf 0! photographic !HID co roTord
prop,ram ond assit in pv*uation.
Fetereftee materialsHn prolesslonal
edueation and trade Holds.

11. COU,ITIANio honorarium :or biu4in,-.:;men $50.00/dTv
to rover all expense,; except LrAvel.

CONSULTA,N1 AND
PARTICIPANT
TRAVEL

Arovol expenses for industrial consultauls
to kame to Lne Miliord Campus, and
participants Co no Co businesses and
industries.

I AT instrumentatiw, !or pre-Lest
ansi po!,t -tesis.

17. iNDII1.FC1

rt.

aT,Id

pArC.iiparits darinT!, a

buiness or indns:,rial visit -at a

1.:.-21.00 poi do.

Overnox! i-ti.:11!Atell at approximately
t und illy I .



HAIPAI1ON ANh FINAL REPOET

p(Ir t !Lip, r (int t h, eva luat inn nnd
repmrt ml the Vocal. imnal Filuentimn/Buitinmi;n Intertaec project. A

oi the prmicet wni; cvnInated hy permn nmt aiii-iociated with
the rolle,..'m And tlWo undertook the ai-ii-ii);,nment ot writing the linnl
rmport.

Not n11 ol H, ovAluntion and finAl report nre reproduced here.
The nuthor will furniiill inf,irmation rcgarding the
mvaluntion upon requi.tit.

FINAL PROJECT REPOR1
VOCAT1OAL EDLCATIoN/R111-;INFSS INTyrrAcr IN NERRAKA

A1-,1) okil CHM FiRiorcT

A, overAJI Purpose ml PrOWtt

Thiv, proiect vaii fundmd the mf Pnrt
i :a 3, of Lhe Educat ion;11 Prof t'S:i Pahl Dt:Vt`1113mun t .

rh, purpmi-te ot the protemt iii to develop nnd pilot test n

model husiui.tir, emmmnnity/ vocatt,mal mducntimunt interf
ploginm. rhi purpoite L^ con!iiiitetit with an emerging
emphnif.; upmn hut-:inet-:/educatimnal exchange i.nipportvd hv the
Nmhrr-ikri 'ztate rx^on| mt Vocatimnat

nHeetivoi-i oi prmloet

Ail(' imc program tii he developed and pi
reiirei1 weri: in the mricinnl pympoisal lollowi;:

;ir,i...rnr.:;:iodel will allow participnnti,; t-rom the teni.h-
inp f,tEultv mt the Miliord ot Southenst Cie=unity

k t'l;t` :

r.i: 0:1= 1 t

ted

tm identify iurtent nhn techniloien in
the hoi,iness.

tui share Imnrniny with departiiiutal
mm11eArcti;

A. tu with cmlleaguei; the tochnmlogital curretwv
-7 the dep3rtvwntd1 curriculum;

leadt., preimatt r !UM or r+ %)r-.:tund

tm incorporat.c current and emerving tmchianlogies
into uhv curriculum;
to at4suro that technologically currout studunt
learninit expciriences aro part of the iiopdrtmentll
curriculum.



The prop,ram model II allow piit jr ipants lr&ini the

hnsincss (ommunity:
to communicate directly wtth the tustructionol. staff;
to )untmend liges for improving instructional

and/or equipment;
ct with students in an irit ructional

content, metho
to directly in
setting.

The pr im mode t wit 1 allow part icipant5i froun the Student
So rv tots anti Placemen' Office:

to eouupart lie industrial model of t_nlpl oyee activities

and service with the collegiate model in on effort to
--develop a more satisfactory model for vocational-

technical students
--reduce student attrition through inc_

involvement in institutional activities
compare industrial,systems of personnel records

nagemont, maintenance, and storrage;
investigate possibili ies of improved placement

tuclent

p roe Uu res;

to eamlnc the industrIal setting with the goal of
developing instructional and/or counseling techniques
for assist t) the gradua to make a rapid and
successful transition from the student role to that
of employe

llli preerom
()I cur La In
vc cr1 t tonnl

EVALUATION OF THE PR(

The nist_

determine
ace options
usiness int

succ,A-is or -failure

the program model

)n of the proi ect contracted with Carl Spencer,
Director of Career Education
write the final
The evalnatel made four trips
the proic,:t administrators on
stmmarized the results of two
pared and administrated by th
rensIts ohtlined trom a third
pared, interviewed department
project rec,---1, prepared and

in the Lincoln Public Schools, to
oject, including an evaluation.

Lo the Milford Campus, interviewed
four occasions, reviewed and
data collection instruments pre-

roject staff, analyzed the
Instrumnont which he himself p
head._ reviewed and analyzed
implemented an overall evaluation

plan, and p red a final report for the project.

the evaluo
question,
of this ul

-1 pi i focused on five major ques
-1-0011 ection procedures were specific.)
'ollows:

For each
A summary
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i:V,\ItIATION PLAN

Eva luat ion Quest 161

lkis 1 1110(10 1 pro_css riLed husiness lifllUIl ! ty/Voi1t ional

education interface program developed?

Te0Il11 tics

Describe the model using
menu, (b

from project doeu-
interview the project mann _ment- campus

start-, ) pror= MCiteriAt.

FVfl I tat itiii i)ilI}54t ion 2

Was I mode] pilot tested: (1) Did interface events
occur in all 6 intended areas? (2) Were at least 5
different time-interface options tried? (3) What problems
were :tssoc Led with the pilc.testing?

l'ec 1111 iqIles :

NLscr [hi _he pilot test using data from (a) project
document (b) interviews with project management and
campus staff (c) pro __xam materials (d) analysis of
nterf events.

Lvalunt (_=3Ljon

To what extent were intended outcomes achievd for,staff,
students', and curriculum/school prôgran
(1) To what extent did campus staff identify current

and emerging t chine logles of business community?
(2) To what extent did campus fit:ILI a8sess their current

curriculum in terms of current and emerging
technologies?
To whitt extent hnve made which
incorporate current and emerging technologIes into
curriculum as a res It of this program?

what extent have staff members changed th
it odes and perceptions about the contribution

such a program can make to curriculum and instruction?
is there evidence of greater or lesser success asso-,
C [nitLId WI th any of the interface options?

niques:

Eva lueite the ach evement itileaded Uucowes by analysis
of data collected from (a) Pre-Post Attitude Test (h)
Survey of Staff for_ Effects on Curriculum (c) Student
Evaluations of Interface Events (d) intoxviews with
project management and campus staff.
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.Evaluation (?uest ion

What pt'ografli elements arc noW b I, used a a result or
this project, and what oilier program (laligeA hnve been
made which may have been in F luenced by this project?

Techniques:

Describe elemnts installed and prog -m changes
associated withproject usiro- (a) pro
document (h) interviews with prn t management 1

campus staff and (c) survey ot stair

Evali tion lies Lion 5

Was the project -dmin' stored ently and effectively?
(1) is there evidence of data-based planning and

decision-makin,
.Were plans carriod out in timely and effIcient
manner?

Wns management flexible in maidalg use of progress
data collected during development and pilot testing
of model?

(4) Wns docnmentation and reporting adequate?
(5) Was fiscal management responsible?

Techn iquc,::

Describe project management using d
cument. (b ) intervle

and campus staff (c) proje__ records (d) _interview
with program officer in Nebraska State Department
Etlucat ion

trom pro-
h project management

EVALUATI CONCLIJS IoNS

Lilt" Ahoy(' cv idt nc I t SCVMS
conclusions:

I. The pro
honelit!-

sjb le to rci the

-; a success iii thnt
c evident.

01 owing

2dia nnd long-r t e

Responsos of both students and instructors make cleat tlirit the
program made possible hetter instru tion. Some of this instructior
was furnished directly by the consull,ant. Some of it came les's
d I roe t lv 'throngh the impr -, and validation of curriculum and
inst tonal techniques.



There is some evidenee ir long-range cha g curriculum due .
at least in part to this program. Fourteen instructors identified
specific benefits of the program in the long-range planning for
their courses, oven though they were not cued directly Le Cie
those long-range improvements to this prt

-. Most of the program , jut-Lives were achieved.

A largo number of program objectives were specifLA ill the project
document. Most of them were partial y or fully a-h eyed, at least
with certain departments.

ObviolAy the program resulted in little benefit to the Electrical
and Electronic Department, for they'did not participate in it.

Likewise it was evidently of iittle assistance to the Student
Services Department, for there was tittle participation, and the
one'recorded evaluation states that the staff member doubts that
the administration would support the necessary expansion of sin-
dent services he feels necessary to bring about real improvement
in the student servic'es program.

None of the object Ives were unrealistic, however, and it was not
necessary to chan the obj :lives during the course of the
piiot study of t he program.

Only the most simple oi the interface opt ions were use

Almost all of the interfaces involved short-term consul ting tYpe
relationships either on oc off campus. On campus events were
usually accompanied by the consultant making presentations to
students. Off campus events were often training events scheduled
hy businesses or industries. Commercial Art program made con-
sidcrahle use of field trips. But only,one or two events
scheduled interfaces on a large scale between larger numberi] of
consultants and staff members. In no case did an actual inter-
hang(' take place in which employee and staff member changedL

positions for a meaningful period of time. In the opinion of
the evaluator, those more coluplex events rentin viable possi-
bilities, but considerable additional advanced planning must
take plAee if they are to become reality.

Participacionby staff members was less tItan hoped

Only about onchal f of the sta members were involved in the pro-
gram; in only about 202 of the cases are long-range effects
easily identified; and it has already been mentioned that mos
of the action took place in three departments, with one 1101
participating at all, and another participating only on a A/pry
limitod

188
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Dtscnssion or the (our tusions

The pitot of the program was a success, although a soMewhat limit 1

one. A number of factors may be identified which contribute to
limitation.

1. The amount of time was tusuffic'ent. Such a p r ram should run
at least a year.

2.- -Addtt-iona 1 Leadership was mn':rssary -in t king i partmental plans,
both to encourage greater participation, and to fasten down the
tong-range outcomes for the interfaces .

all concerns about finding ways to provide for classes while
they are gone are legitimate, although sometimes convenient
excuse f not participating in off-campus activities.

Since the programs at Milford are well developed, it is not
always easy to Identify places for the staff to learn something
new. In many cases the Milford program represents the leadership
in thw area rather than a necessity to improve.

Recormendations by the Evaluator

I. A longer time period should be ,tied, and the start-up shoo d be
concurrent with the customary time for curriculum plahning in
the institution in order to tie into long-range pions for
curriculum improvement .

Such a program should he considered a part of the long-range
and on-going program of curriculum improvement. Leadership: must
he given to departments and instructors to help them plan for
use of interchange experiences as a part-of improving curriculum

. and ins-ruction. It should be tied in to other plans for
,assessing needs and outcomes of curriculum and planning for
changes.

Added incentives may have to be provided for staf_ to encourage
...on to participate. ,This incentive could be in the form of
direct payments, or more likely, in the form of a required or
alternative professional growth accivity negotiated in the pro-
cess cf a regular aPpraisal sessIon Oetween management and
staff. 4-rhen.too, simply giving attention to staff members willing
to work on planning and imrilementing,an interface event 'provides
incentive for many staff members. AndiCional incentive may be
provided by recognition of events and their benefits through
communication at staff meetings, etc,. Perhaps a-period of
sabbatical leave will be necessary to fully implement the
eXchange concept.



Finally, although some consulta ts were paid For_ their con( rj=

buttons during the piloi study, it soems unwise to set such a
precedent. Consultants should-be paid only if they are other-
wise not employed during the time of their visit. Further
investigation should be made Of employer's attitudes about their
consultants visiting the campus on company time, and about staff
'members "invading" a business without paying a fec to observe
and update skills.

Til. Stili4T-FCANCE OF-TUTS PRwr 7OR OTHER iNSTTTUTIONS

Direct U te't;uCt I tin between VUCilL ional instructors and the wc k-

rolaued experiences [cur which they are preparing students is a
--owing trend in vocati_nal education. The model developed a
the Milford Campus is a viable example of thnt type'of program.
The model. should be .further tested nt Milford. At the same timo
if shoold be used by other instittotions as n stiff development
and program deveLopment program.

The model ts simpl to ondersta nd implome . Results of the
pilot: study shoutd be disseminated by the State Department of
Education to other vocational preparation institutions, including
high school programs. Those who aro interested might proceed
directly from the materials prepared for the Milford project.
A workshop, using Milford staff, might be, sponsored by the State
Department i I interest warrants. Forrher EPDA grants should be
giVon fo'r d elopment and implementation of this prog am -concept.

9 0
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sTArr DEVELOPMENT IN A MEDIUM-SIZED COLLECE*1

HArmon B. Pierce
New Jer!,;oy

in his book on the applications of the sstems approach to the
community college, liarhee outlines spven haste tenets in syStems
planning. These tenets are:2

I. Statement of Objectives
2, Delineation of Constr,!ints
3. Estahlihilment -of Meascros of Effectivonehs
4. Synthesis of Alternate Solutions
5. Establlshment of Cost Elements
6. Cost E[[ecciv»n,no Analysis to Establish Trade-Oft!;
7. Contioing EvAH:ajon and Feedback

Burlington County College, a comprohonsiVe public conTmnity
college, Ls committoifto systematic instructional plAnning-ba: ,,I, on

tenets similar to those outlined by Barbee. Its process consist's
of the following steps:

.

1,. malee'JA philosopi eal ins,t i tut ional commit ment to 1,:i,-::,Ii y

deVelopment, .

2: Establish the major :goals and,objectives oi the program.
3. Establitih cost elements for objectives and vieW with

reeaki to overall cell(Te e,oala and bnicet,
i. Roasiiess objectives in ..,i.ew of oonotraioty And syntlici-...0

alternate-objeCtives,
5. Select feasible compromise objectIves foroAch. fisi:Al %-t-7Ar.

b. Evain.:,te rhe totA. progrAm At tho,ei_olipletion of e:ich

, annnO cycle. ' :

7. Basciurtherprorrad&tsions on evaluative teed-lick,

.' -',,

This prwiess mAndates ._ instructional technology s7.-A,i-tems 0.1,
in their broaiiest sonsemo.,. eo undorstood by 'the ta'c,ulty., ahd 4_

...':

eommItment toWard implementation ritit. bo ',Aoyelcipect.,, 115zynctionut,' .

technology sy,4ter. moan-mot^ than ut:ilizati6n .if such mcdf-a :7:i the
i

computer, vid ()tapes and audio-tutorial programs, At iturlingto.,-, w---

believe ITS lAplomentation requires 14cOty lamiliarity with 0..lie, ,-.--7,

f
ideas of suchieducational tbeorists as S..kinner4 '6.loovi,' M;wor-, Po..pham

ahd Banathy. Lit also rociairei: fa:.-.ulty LommiLmout. T:.o 1nsCri-h:t.,1,;.i6-,thut.

has Ireen desOned systematically and possesseri fluch'whor4erilJtics '

i

Comicy Pembert

169

191

. New Jersey.
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needs
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2. Write
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outcomes
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outcomes of to repeat

course Phase 1
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outcomes
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and implement

an alternate

evaluation

procedure for

each objective

a, Decide

whether to

proceed'to

Phase III or

to Phase II



,

,
19.

-Phase III

(two to

three years)

a, Create

validated

course goals

i 1

b. Write ca

fully stated

behaviora1

objectives

c. Write at

least five

parallel test

items and.

validate

a. Rewrite

all objective

to match the

validated

Course goals

using,task

analySis

technirques

b. Review

item bi.nk

holding

revise as

necessary

FIGI RE I. A
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least two
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this course
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experimental
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course ,pf

study

a. Execut2

the experi-

mental design

n each

track
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match mis-

match
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and outcomes
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results
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the experi- learning

mental design output Is

b. Report! within

results of experimental

each trial esign
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tolerances

THREE-PRASE SYSTEMATIC INSTRUCTIONAUDEVELOPKENT MODEL
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Through appropriate institutional personnel, direct and
indirect assessments should he conducted cancerning the
relationship of student learning to the faculty development
program and its costs.

Translation of these objectives in o the basic implementive ele-
ments of this comprehensive development and support plan involves
(1) organized training activities; (2) support for education, travel,
and other profesSienal activities; (3) incentives for faculty
development of instructional materials; (4) establishment of an
Instructional Development Center, a Division of Learning Resources,
and other personnel supporting faculty development efforts; and (5)
budgetary and evaluative consideration. Each of these will be dis-
cussed briefly.

ORGANIZED TRAINING ACTIVITIES

The organized faculty training program at Burlington consists pf
three areas: preservice training for full-time faculty, in-service
training for full-time faculty, and in-service training for adjunct
faculty.

1. Preservice Trainin Pr am for Facu . All new fatuity are
given's concentrated, preservice training program with the objective
ofacquainting them with the college's philosephicalloundations and
the instructional techniques that they will be expected to adopt.. In
the five years since the college opened, there have been five pre-
service training institutes. The first session for the'charter
faculry was conducted during the summer of 1969.. The session wa
seven weeks long and was designed to giVe the faculty prelimina,.
training in-yriting objectives and using different instructional
strategies nnd, also, to allow faculty time to do the initial
instructional develnpment work necessary to start fall classes.

/
This original institute was designed,anA eonducted by the dean

,of the college with rhe,assistance of sev'eril outside consultative
specialists. It subsequently becate evident that the college needed
its own full-time training specialist knowledgeable in the fields
of insiiucrional development and educational technologV systems if
staff training and development ,'llere to receive the ongoing emphasis--
rhey deserved. The position of Educational., Development Officer (EDW..
was created, and the staff development and training fdnCtions were,A,
centered in thie,office The tDO position, the evolution of the
_Instruetional_Development-Center-conceptf-and-the-additionpi_develop_ _
ment position of Supervisor of Testing.and Evaluation will be dis-
cussed later in this paper.

The second preservice training session, designed by the EDO,
was held in August 1970. This session was reduced to three weeks,
reflecting greater effid'iency in the organization of thetraining..
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The second workshop was federally funded under the Education Pro-
fessions Development Act. The grant:JOtOvided that an atteMpt be
made to write a model faculty deve102pMent program that might be
used with other colleges. The materials that were produced durirg
this time have since been usedily a number of colleges throughout
the country.

The third preservice training session was held during Augast
1971. The workshop was reduced to a two-week session and made
extensive use of the kinds of materials used in the 1970 workshop.
All subsequent preservice institute sessions have been two weeks
long: We find that with annual revisions of materials and improved
efficiency gained through experience, we are able to accomplish in
two weeks results that originally required's ven.

-A typical preservice institute schedule (August 1973) is shown
in Attachment A at the en0 of this paper. While in attendance,
participants are paid on the regular,summ teaching salary scale
according tic) faculty rank.

Each year new faculty evaluate the experience as relevant and
highly valuable to them as teachers and professionals, with no
lessening ofvaluerankings on one-year follow-up evaluations. On A
few occasions,,late_August _emergency hirings have 'Presented some new
faculty from at"tending the preserViie inStftUte.- in such cases, a
lower level of teaching proficiency.and a slower adjustment to.the
instituicon usually prevail throughout the academic year.

The best evaluation of the preservice training program, howeVer,
is the fact that out faculty arewriting behavioral objectivea and
are using the alternateinstructional strategies offered at the
college to assist the students in achieving 'the objectives.

2. In-Service_Training. To complement the intensive preeervice
training program,.the institution also conducts in-servicetraining
for faculty. In-house in-service sessions most often are designed
and conducted bytheEducational Development Officer (EDO) or the
Supprvisor of Testing and Evaluation (STE), but also have been con--
ductee by visiting consultants. In-service activities have included
a series of seminar sessions on topics such as the systems approach
to instruction, constructinOaehavioral objectives and test items
that match objectives, acquiring commercially available materials,
the use of nonprint media and As$oeiate4 hardware., the cognitive and
affective domains, coMputer-assisted instruction,' arid special

.

interestvotkshops-in-the-areas-of-EngIish-composition and setence
education, in addition to "Sharing sessions" ir(which faculty have
discussed' their work in oraer.to promete an exchanqe of ideas among'
the staff. The faculty are encouragedto work through mediated,
independent study programs dealing with "POncii_as and Practices
of inetructional Technology" and with instructionat evaluation.-
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.The Division of Learning Resources (DLR) also-conducted in-
service training co provide the faculty and staff with the variet es
of information and skills they require to successfully utilize a
systems approach to education and to creatively use the diverse
support services 6ffered by the division sUch as more sophisticated
equipment maintaineclby DLR:, the atudent response system, telelecture,
television, audio-visual response units, and autoMated branch pro-
gramming devices. While it is formalized within preservice institutes
for new faculty, in-service edueation is regularly provided informally
on a one-to-one basis bY all of the professional staff members of
the DLR. There could, and probably should, be more fermal DLR in-
service education for faculty, and there are plans to increase this
area in the coming year. An incentive for full-time faculty to
participate in inrservice programs exists in the form of credit
toward promotion.

3. uns1_17212iElIgli. Burlington County College
annually employs some 50 to 80 adjunct (part-time) -faculty members
in a variety of disciplines.. Student feedback_And division chairmen's
evaluations of part-time staff members indicated.that training was
needed in -such areas as thenature and mission 'àf the comOtehensiv
community college, instreCtional technology systems, and the improve-
ment orteaching. AdjUncts also needed te become more familiar with
the c011ege and theZprograms and services it offered.

-

During the- 1971-72 and 1972-73 academic years, in-service
institutes-fOr these staff members were held each fall and winter
semqster. Each institute consisted of five three-houx sessions he d
on saquential Saturday morning!. The syllabus for these sessions
was modified and shortened from the preservice institutes, apd
stressed:more immediate needs and short-term development activities
as wellas orientation to the College. (See Attachment B at the
end of this paper.)

Over 85 percent pf the residual adjunct faculty have completed
one of these-institutes, and we now conduct one institute per academic
year, largely for new adjuncts. Participants are paid seventy-five
dollars if they complete the work assigned during the five sessions.
Completion of the institute also is one of:the requisites for advance-
ment to senior adjUnet faculty status and higher pay.

.

ParticilYants generally evaluate the experience highly. Most
importantly, Studenrratings of the resultant teaching-indicate that
the experience is effective in_changingjeeuityl?ehavier_end_in-

-ptadheing better instrection.

SUPPORT FOR PROFESSIONALLY ENRICHING ACTIVITIES

. The college provides financial support for faculty to engage in
further education, travel, and other profesSionally enriching
activities.
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1.. Tuition Pa en- for Graduate Thtk. The college pays for
graduate credits earned by full-time facult Y up to the amount of
$420 per year, per full-time faculty member.

2. Lon -Term Leave. Leaves of absence without pay may be
_granted for periods of one or more academic years for the purposes
of graduate school or other professional growth activities.

3. Short-Term Leave Subject to avai4able funds, leaves.of
absence with full pay may be granted for periods up to seven weeks
(usually during the seven-week spring or summer term) for the
purposes of graduate school or other professional growth activities.

4. Sabbatical Leave. After seven years employment. a full-
time faculty member may be granted a sabbatical leave of one-half
year at full pay or one year at half paV. Leaves are granted in
recognition.of significant college or community service and for the
purpose of encouraging further-work:or study that will contribute
to the professional effectiveness of individuals and the value of
their subSequent services to the'college.

5. Exthaige IL1111.ajittTL. After one year of service at the
college a paid leave of absence for one academic year may be granted
to participate in an exchange teaching program in other states,
territories, or countries or in a cuktural program related to the
teacher's acedaic discipline, wh'en such programs, include the pro-
vision of an acceptable teacher to replace the one on exchange leave.-

, 6. kilallILLT=e1,. Local_ and long-distance conference and
meetings funds are budgeted annually to pay.expenses for faculty
to traVel te and attend professional conferences and workshops. At .

least one-third of the faculty attend such meetings each. year.
, .

INCENTIVES TO FACULTY. FOR DEVELOPMENT ,OF INSTRUCTIONAL MATERIALS

The college is committed to the support of all' faculty develop-
mental efforts and provides funding,.timei and support personnel for
assistance. Though most of the,materials are produced as a part of
the instructor's regular course preparation, specially.funded
materials production is essential for faculty to exercise develop-
mental and creative Competencies for initial development and for
continuing major revision of courses and programs, and to emphasize
the commitment of the college to systematic instructional_development.--

1. Faculty_Fellouafliaa. A unique feature Of the instructional
-development effort is the faculty fellowship.. This is a grant to a
faculty_member or faculty team to do a specific instructional, develop-
ment project during the summer when the individual (or group) ordi-
narily is not under a teaching contract. This gives the faculty
involved a reasonable summet income and greatly assists instructional
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development. Tle commItment of the institu,tlou to the faculty
fellowship program is bost indicated by the fact that $20,000 to
$30,000 is.budgeted for -u h funding each summer, usually sponsoring
some 12 to 18 oro1ectj

v*

Each year in March, faculty members submit forMal fellowship
proposals which are screened by a joint faculty-administration
committee and ranked in order to priority for available funds.
Normally, one-half to twothirds of the proposals submitted ar
funded.

2. Released Tim Vaculty are allowed released time from their
regular instructional loads for developing materials that capitalize

on the various modes of instruction. This released time is given
with assurance to the division chairman that a specific instructional
product will emerge. Monetary compensation is provided by allowing
points for instructional development under the faculty work load
formula. Examples of such products are independent study materials
utilizing linear programming techniques, mediated large group
instructional sequences, or audio-tutorial-laboratory exercises.
During the short term when teaching loads are often lighter-, the

amount of released time for faculty is greater.

3. aItarl_ghL,=p9_11(a.: A college patent and copyright-policy
grants the faculty certain rights to instructional materials which

they develbp. It is summarized below:

Board Policy 902 states that all propertY rights in books
written, teaching aids develaped (including workbooks, laboratory

manuals, transparencies, tapes, films, and the like) and equip-
ment designed or invented shall belong to the staff membeFor
emberS who vrote, developed, designed, or invented such items,
inciW.ng any done in conjunction with,the tgaching.assignment
or with any extended or released time authorized or directed

bythe.college. Such property rights include the right to pub-
lish for private profit; the right to:Copyright any book,
manual, or other appropriate material; the right to negotiate
with anY person, firmi, or corporations for themanufaeture.of
anyitem; -and the right to acquire.any obtainable patent rights.

Apart from.these-property rights,. Burlington County College

shall, to the exterwthat said item was wrItten..orciesisped_in_.
_PPrinectiou_withan-extended-or releasedtiMe-PrOject or program,
have a joint property right therein which entitles the college

in perpetuity to use or purchaS0 the item regardless of copy-
rights or- patents and exclusive of any royalties, commissions,

or other profita. The Pnllege also-can request financial
reimbursement to the extent of its investment in the production

of the materials.

it should be. noted that the college has-never requested reim-

buseement for its ipvestment in a project even though it provides



extensiv
projects.
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nql, technical, and clerical AsibLdi Un such

INSTRUCTIONAL DEA0ELOPMENT CENTER

The Instructional Development Center, a facility provided pri-
marily for the.faculty, serves as a study and resource center for
development activities related to inatruction. The following per-
Sonnel and materials are housed in the center and are available at
all times to:faculty who wish to utilize them:

1. The Educational Develo ment Center (EDO). The Educational
Development Officer is an instructional theorist, planner, and con-
sultant responsible for assisting in the planning, implementation,
and validation of systematically developed courses of study. This
person works closely with individuals and groups of faculty,
division chairpersons, other staff specialists, and the dean of
instruction in instructional development efforts. Primary functions
of this individuala.re training of new and current full-time and part-a
time faculty, consulting with faculty regarding educational research
and technology, and the design and validation of alternate learning
strategies for-instructional:projects. In the administrative organi-
zation of the college, the Educational Development Off:leer reports
directly to the Dean of Instruction, and performs a function comple-
mentary to that of the Supervisor of Testing and Evaluation, whose
responsibilities will be disc s-d later in this paper=

The EDO possesses doctoral level training In educational tech-
nology syaems design and implementation, media application, and
educational research. This person also must possess a personality
conducive to serving successfully as an educational colleague and
consultant to the faculty.

2. The Su ervisor of Testin and Evaluation STE). The Super-
visor of Testing and Evaluation is responsible for the direction and
coordination of educational and psychological test3ing with major
emphasis on evaluation of student parning. This person supervises
the College Test Center and_its pe sonne1,-and works closely With

_ -teaching faculty, the academic division chairpersons, the Educational
Development Officer, the Associate beans ef Instruction, and the
Director of Institutional Research. He may also work with members
of the Rivision ef Student Development in matters of test selection
and administration. His role with regard to faculty is mainly that
of a staff mcmher providing developmental and consultive services.
In the'administratiye organization of the'Cellege,-he reports
directly to the Dean of Instruction, and performs a function comple-
mentary to the Educational Development Officer.

The STE holds'an advanced degree in educational and psycho-
logical measurement and muqt'be able to communicate with and:assist
many different individuals and groups who often possess little
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technical klowledge regarding testing; and evaluation. The STE,also

must be suffiCiently versed in educational measurement to follow
specialized technical discusSion and understoand detailed statistical

information, be knowledgeable concerning criterion-referented test-

jhg, and be Aufficiently familiar with project evaluation to be'able

to assist faculty in and directlinstitutional efforts toward essessing

student learning based upotr behaVioral objectives.

0

3. Instructional ogrammer/Bibliopher (IP/B).' ThR Instruc-
nal Programmer/Bibliographer conduCts rionprint media,bibliogrAphic

searChes at faculty request to determine what materials may be avail-
able (coMmercially or from-other individuals) which will meet the

program requirements for a developing learning sequence. The IP/B,

after advising the faculty member or development team concerning
availablity and utility of materials for their program, can-order
these materials for them and arrange for a preview before purchase.
If materials are unavailable -rhe IP/B advises the teacher or team

on the in-house development aiia production of whatever is needed,

zrid helps the teacher or team (together with the Educational Develop-
ment officer and Coordinator of Meaia Services) program it into the

course design. The IP/B is assigned to the Division of learning
Resources and reports_to-the'Coordinator of Media Serviees.

4.Q, Professional Librar- Collection. The professional library
collection supports,the educational planning and development of each

faculty mdmber. It numbers over 1500 volumes and-includes a variety
-of other materials, boEh-print and nonprint, in such areas as program
design, instYuctional technology, systems, behavioral objectives,
curriculum planning and'design, educational and behavioral psychology,
educational research, history of education, higher education, the
community-junior college, and theory and application of education
technology. Also included is an extensive microfiche collection of
ERIC documents.

TUE DIVISION OF LEARNING RESOURCES (DLR)
a

The ipirovement of student learning through the application o
educationai systems and technology places stringent demands upon
faculty and the institution at large. If faculty are to develop
professionally andutilizetheir expertise to the greatest instructional
advantage, they must be provided with adequate institutional and
instructional support. The DLR contributes to this supportthrough
the following functions:

1. ..TIL-kbLa_Ex., While the, library is essentially designed for
student learning, considerable print and nonprint media for faculty
enrichment are provided. Books, nonprint media, and periodicals are
purchased at fact. -y request, and a computerized locator system is
employed to help ers quickly, and simply locate both print and non-
print materials that are already available in-house.
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2. Reference Librarian. A full-time.reference service providea
to students, but also made available to faculty, provides teachers
with developmental assistance in research in their subject areas as
well as in teaching and learning.

.3. Coordinator of Media_Servioes (CMS); The Coordinator of Media
Services, an administrative staff merriber in the DER, is responsib]e
for serving Instructional and institutional program needs in the areas
of presentation services, visual illustration-, and printing.

Presentation services encompasses instructional television, the
electronic student response system, independent study areas, projection
serviceS-, equipment distribution and maintenance, and audio repro-
duction; visnal illustration includes graphic arts, photography, and
typography; and the print facility provides faculty with dompletely
automated copy,service, general printing, and photoduplication.

The CMS also is intimately ivolve0 in the design and production
of instructional materials, working joifntly with faculty, the Eduoa-
tional Development Officer (ED0)-, and the Supervisor of Testing and
Evaluation (STE) in faculty-initiated instructional materials develop-
ment projects. The CMS assigns production tasks,tojearning resources
personnel;. oversees assembly of program comYonents; reviews program
cOmponents and, if necessary, revises components to meet the instruc-
tional needs of the faculty member; plans the implementation yrocedure;
schedules the presentationtimetable with learning resdurces Personnel;
assess the program's success atter implementation; and Makes the
necessary programmatic revisions in content and presentation techniques.

The Coordinater of. Media Services also directs the f011owing
divisions whose functions'direetly support faculty in their instruc-
tional development efforts: graphic arts, photography, print shop;
audio production, and video production.

To illustrate the magnitude and priority of these services, the
print shop, with more than $2',0,000 invested in It, is one of the
most completely equipped dupl ating and printlng facilities in
southern New Jersey. Thestatt- includes five technicians (a manager,
a press foreman, and three pressmen), twe clerks, and six ptudent,
assistants. Weekly output is about 70,000.collated and stapled
impressions. The ternaroundtime for most werk is 36 hours, but
faculty may ,et immediate duplication on,copy of five pages or less.

OTHER PERSONNEL SUPPORTING FACULTY DEVELOPMENT EFFORTS '

The/Concept of differentiated staffing plays 4 key role in the
college's approach to instruction ankfaculty development. Full-time
instruotional staff carry the final responsibility for instruction
and student-evaluation, but are assisted by a large numberof pro-
fessional and technical.staff people.. Some have already been dis-
Cussed, but others incluide:
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a

=1. D- --nf-Instructienal_Com uter Services (DICS). The
Directo _nfinst-rdctionaL_Computer_Services is responsibfe to the
Dean of Research, Planning and Information Systems. One of the
principal fUnctions of this person'is to define, deVelop, and, coordi-
nate the operationsHof those computer services dealing directfy with
the instructional programs. 'The Director ofYinstructional.Computer
Services is avnilable to faculty for consultation and technical
assistance with computer utilization in research.projects, curriculum
development., instruction, andtesting; mai9tainS a library of com-,
puter applications in the instructional coMputerservice areat'' and
sees that interested faculty are informed- ofnew developments. His

function interfaces'with those of the Supervisor of Testing and
Evaluation and the EdueationaliDevelbpment Officer, and he partici-
pates inpreservice and in-service training institutes. He also may
,conduct formal in-serVice training institutes. He also may conduct
formal lin-service sessions to orient faculty to instructional computer
uSage and to new developments in the field.

-2.. Director Institutional Research (DIR). The Director.of
Institutional Research is,available to assist facility in deiigning,
and conducting formal edUcational research Orojects and to provide
institUtional research data to faculty,aE requested such as information

on student profiles.

3. In
A

uctional Assi =ant Instructional Assistants.are
s -ff meMherd'whollave Special assighments to assist regular, full-

e.faculty members, hut do not have final responsibility for ,

systematiC instructionaideveIopment or for student evaluation.
They.generaily have associate or baccalaureate degrees,. hold rank
below that o'f instructor, and are supervised by full-time faculty,,
members. Iks,.,work as classroom assistants in the independent study
areas and intle open laboratories, as well aS provide individualized
tutorial assistance to students.

. 4. Technical and Clerical Su''ort Personnel. In addition to
the professional staff, the c011ege also provides several types of
full-time technical support personnel to assist the faculty. This
category-includes:- faculty secretaries provided at a ratio of about
one full-time secretary for each nine teaohing faculty; test center,
clerks and monitors to relieVe faculty of time spent administering ,
exams in,class;.electronics teehnicians to set Up.and service.media
harchiare; presentation service technicians%to set up'and run mediated
presentations from remote locations; materials check-Out clerks in,
zpen labs and.independent study areas; and laboratory technicians.

All of these positions help free faculty.to perform the type
of developmental and evaluation work most advantageous to the learn-.
ing process and also help the institution maintain a relatively high
student/teacher ratio.while maintaining high quality learning
experiences for the'stUdents
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BUDGETARY AND EVALUATIVE CONSIDERATIONS

1. Bud-eta- Considerations. Obvious constraints to the -staff
development program are the budget, time available to the faculty and
to the staff training specialists, the willingness of faculty to
participate-in the vollintary aspects of the program, and the magni-
tude end quality of faculty output as a function of the personnel and

.

money invested in staff development by the college.

The college places great emphasis on faculty development and
commits considerable funds and many personnel to the program. The
budgets of some offices such as that of the Educational Development
Officer are largely committed to helping faculty grow professionally
and develop better instru6tional programs. Others, such as the
Director of Instructional Computer Services, devote a smaller
portion rf their time and money directly to faculty development.

An est mated annual program expenditure for 1974-75 staff
development is shown in Table 1.

The total .expenditure.can be only an estimate, since our present
level of-sophistication with program budgeting does not provide a
method for exact time allocations for services.by each office
(assuming such time allocations might be accurately recorded); or
'for service' units such as the print shop to differentiate 'faculty
-developmental printing jobs from other faculty Or adtinistratiVe
printing. Also as pointed out earlier, it is often difficult-to keep
trackof faculty time devoted to deVelopmeneactivities., However,
the estimated total aevelopment eXpenditure of $150,500 comes to
slightly less than. 3 percent (2.98%) of the 1974-75-institutional
operating budget of $5,050,000. This percentage is comparable to
the parameters set by the state of Florida model for community
college staff development activities.

.2. Evaluative Considerations; .Cenerally, overall evaluation
has indicated the following indirett measures of success of
instructional development:

The level of instructional competLncy at -the institution'
is rated as good to excellent by liver-87 percent of all
students surveyed in -all categories: current, graduated,-
transferred, dropout,.and dean's. list.

Follow-up surveys,of students transfer ed to senlOr
tolleges and universities and employed by industry and
government indicate a high levelof performance as rated
by schools and employers, and a high level of.satis-
faction by former students with the education provided
by the college,
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TABLE 1

ESTIMATED ANNUAL PROGRkM EXPENDITURE FOR
STAFF DEVELOPMENT

1974-75

Burlington County College

Activity or Office Annual Dollars

Faculty,Fellowships 25,000

Short--Term Leaves' 3,000
Tuition Payments 10,000
Preservicejraining 6,000

In-serviceTraining 4,-000

,Faculty Travel and Conferences 10,000
! Load Points for Development 5,000

000

Portion of Salary

EDO 12,000
STE' 9,000
IP/B 5,000
CMS 4,000
Dir. Instruc. Comp. Serv. 2,000
pit- Institutional_Researa 500

InstruCtional-Assiatants
Technical and Clerical Personnel

Mater±al and Equipment

Total

.20,000..
15,000

$ 67,500

$ 20,000

$ 150,500,

2 0
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3. Over90 percent of all Students surveyed in the above
categories rated their.instructors highly and are
enthusiastic regarding the systematic approach to:
instruction:implemented at the college.

Complaint6 from stude- s_r.e,garding the teaching compe-
tency Of some adjunct faculty members have decreased
markedly when shch faculty members have successfully
completed an adjunct faculty in-service institute.

5. Student attrition between fall and winter semesters has
been reduced frOm a high of 20 percent in the first
years of the college, to a stabilized figure of 7.0 to
7,6 percent for the paWtwo years; and the percentage

-offreshman year Students returhing tothecollege
Or their second year has increased oyer-the same
period.

6. The image of the:college as a placevhere excellent
instruction exlsts has- beep increasingly established,
within a growing constituency of teachers, administrators,
and citizens in the county and; state, as indicatedby
research,surveys and informal feedback

7. Faculty development andthe concomitant,utilization
of instructional technology systems (with differentiated
staffing-allowing-arelatively high FTE student/FTE
faduity ratio, and,an average academic year.student
credit hour production of .1255 hours.per faculty member
haS allowed the-college-to operate- the,instructional
program at below the/national. and New,Jersey average
cost per FTE, deSpite the rather large institutional
investment:in development and instructional support.

8.- Full-time and adjunct faculty 1-Ank the- preservice and-
in-service institutes..highly with regard to the
accomplishmentof their developmental objectives, and
surveys indicate a high degree of_internalization of
knowledge and desired attitudes by the participants.

9 Faculty who have not.experienced'preservice.,or in-
service institutes, invariably receive, on the average,
lower student ratings of their instruction than those
who have completed'institutes. -(These faculty,.however,
are relatively- few in number.among full-time staff and
complete an institute within one year if they reMain
with the college. ComparatiVe data on student.a6ademic
performance, therefore, is somewhat inconclusiVe.)

10. On'e hundred percent of the fulltime faculty are writing
learning objectives and working to implement:instruc-
tional systems Eechnology in their teaching.
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\

It\ is of course, difficult if not impossible to ascertain
precisely which of the above/general evaluative-faCtors or program
coMponents contribute in thelmost cost-effective way to the.accom-
plishment of the- faculty-development_objectives and, to the'major
goal stated at- the beginning of thiSipaper. -Based! On .,the- overall,'
evaluative results, howeVer,1 We can continue td-helieve that,3 per-
cent -of the institutional bUdget ia'not too much to devote, to
faculty d6velopment. The gOal is being achieved. Stddent=learning
is being improved.

lin-James 0. Hammons (Ed.), Proceedings: The Conference On
Questions and Issues in Planning_CoTunity_College Staff Development
Programs, July 1-3, 1974. University Park, Fa.: Center for the
Study of Higher Education, TheJ'ennsylvania State University, June,
1975.,

2David E. Barbee, Alyolp_Apyilaas:2LTiounityCollege
Education. New York: Auerbach Publishers, 1972 p. 69. -
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Attachment A

Typical Schedule:
Preservice Institute New Facu ty
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Day 1/August Monday

Time Location Activ Presenterw

9:00 Staff Dining Coffee
Room

9:30 Theater Welcome to Inetituti n Dean Instr.

CC 104 Formal welcome and (DI)

:intro. film on college

10:00 Thee. CC 104 Brief, intro to Institute EDO

10:15 Who Are We and Why'Are,
We Here?

Sr Fac.
(SF)

Participant,and staff
introductions

Discussion of reasons
for cOming

11:00- Tour and Packet
Noon

Your Office Packet #1: The Community
College:. The Concept
and its Implementation

Stf. D. Rm. Buffet Lunch

1:30 Stf. D. Rm. ,Packet #1: The Community

2:30

College: The Concept '

and Its Implementation.
As an 4nstitution--what

do we.look like?
Meaning of community

college and its appli-
cation here

"The Community College
_Student" (slide taPe)

Student InforMation
Student research

information
Dean's list information

l'anel.Discussion
Community services
Admissions

Transfer and Counseling
A3ff-campus

211

Dir. Inst.
Rsch.

,Dir. Comm., Srv.

Dir. Adm. &
Reg. -

Transfer Coun.
Asst. Dean

Cont. Ed.,
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Time Location Activity__ Presenters
_

4:00- Stf. D. Rm.
5:00

NTL slide tape: a

Systems Approach to
individualized
Instruction

DaY 2/August 14, Tuesday

9:00 iFac,/Stf. D. Rm. Coffee

9:30 Faci/Stf. D. Rm. Introduction to Remaining EDO & SF
Sessions on Instructional
Development
Modes of presentation
Background

9:50 Fac. Stf D. Rm. Recap. of Syptems Approach DI

and Discussion of
Inktructional Development
Model_and Instructional EDO

Systems at-Burlington
, County Colleg

10: 5 Tndep. Learning Packet #2: County College
Lab. (ILL) Instructional Philosophy

Systems approach and
grading (slide/tape
presentation)

1:00 Fac. D. Rm. Pyesentation of Partici-
pants' Goals for
Institute

1:30 Pao. D. Rm. Discussion

2:30 Fac. D. Rm. Meeting with.Division
Chairmen to Discuss
Course Expectations

3:30 ILL Packet #3: Course
Syllabus

?;1
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Time . Location Activity Presenters

Day 3/August 15:, Wednesday

9:00 Fac./Stf. D. Rm. Coffee

9:30

10:00'

11:007
12:00

Fac. Off.

Instr. Dev.
Cntr.
(IDC)

Your .Office

Discussion of Syllabus
Ple.ns with Division
Chairman and Educational
Development Officer

Use of Library for Choice'
of Texts, etc. ,

Appointment with
Judy Olsen

Preparation of Rough
Drafts-of Syllabus
Syllabus Display-
(Faculty) ',

1:00 Fac Stf. D. Rm. Exchange of Packets

1:30

2:00

Home ork

Your Office.

ILL

Choice of'One Large
Concept or Set of Unit

.

Topics .to Use for
Packet Design

Preparation of a Packet
Writing, goals
Writing rationale
Peet exchange

- Writing behavioral
objectives

Peer consultation
Writing objectives at

different levels

Packet: Criterion-
ReferencetTesting

DI
EDO
EDO
Super. Test.
Eval. (STE) .

Div. Chpsn.
(DC)

SF
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Time Location Activity Presenters

Tay 4/Auguat-I6T-Tharsday

,9:00

' /9:30-

Noon

Fac./Stf. D. R. Coffee

Fac./Stf. D. Rm. Discussion of Behavioral
Objectives

e.g., Uses

ReservationS
Form

Staff, DC,
SY

Your Office Rewrite objectives:
Meet withgducational
Development Officer

1:00 Test Center Explanation of Computer- Dir. Instr.
Managed Instruction Comp. Srv.

Tour of test center (DICS)
Use of test center

2:00- IDC Packep: %riterion STE
4:30 'Referenced:resting" &

"Design of Objective
Tests & Test Items"
Meeting with STE and
EDO to 'discuss test
itetS, test construct en,
possible test analysi

Day 5 August .17, F1 day.:

9:00 Fac./Stf. D. Rm. Cof -e

9:30 IDC Continued Meetings STg

11:00- Your Office or Rewrite of Objectives, .

Noon Stf. D. Rm. - Items', etc. .

1:00-
2:15 Stf. D. Rm. Personnel

Explanation of benefits,.
etc.

Form completion

2 4

STE
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Time

3:00-
5:00

Homework

Lócation, Activity Presenters

Local Pub HAPPY HOUR--"Charlie's
Other Brother"
Everyone inVitedl!!!

Paaket: Design of

, Instructional Modes
and Strategies"

Day 6/August 20 Monday

9:00 Fac./Stf. D. Rm. Coffee

9:15 Fac./Stf. D. Rm. Introduction to Sessjons

9:30 Large Group ; Presentation of-One
Rm. CB-107 Faculty MeMber's

Utilization of Syste s,
and Mastery'Approach

A

10:30- Large Group Utilization of Large

12;00 Rm. CB-107 :Group.

Independent study,
Smallgroup

1:00-
1:30

Choice of Mode

2:00 Design ofStrategies
Readings

3.30- Recap andComments
4:00 Introduction to next

day's activities

Day 7/August 21, Tuesday

SF

DI

0

9:00 / Fae./Stf. D. Rm Coffee EDO,

9:30 Discussion Seminar, Small SF

Group
Freeing up Students

115
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Time

10:30-
12:00

Location

E. Campus
(EC 203)

Activity Presenters

Simulation: "They shoot SF

-Marbles" (Example of
Simulation Role Play:
80 min.)

Panel Discusaion
Use of open lab
simulatIons, role
play, etc

1:00- Design Own Materials
4:00 Meetings with Faculty,

Division chairmen, edu-
cational development
officer

Day 8/August 22, Wednesday

SF

9:00 Fac./Stf. D. Rm. Coffee 'EDO

Choice of Strategy sessions:
12:00 1. Self-instructional

study guide "Lettu ing
ap Communication,
Problems an4 Potentialitie "
and additional pages 6-.
Appendix

2. Listen to 061f-instructional
.tape and study guide
"Teaching Through:Discussion"
in CA'151

3. Self-instructional materials:
Johnson and Johnson "Aasuring
Learnig withAel
Instructional Packages"

OR

Rewrite'and redesign of exIsting
materials

1:00- Design of Your Mate als
4:30:

2
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-Time Location Activity Presen_ers

Day 9 August 23, Thursday

9:00 Tac./Stf. D. Rm. Coffee EDO

9.30 Explanation of Division
of Learning Resources

Chprsn.,
Div. Led IAA

Res.

Tour of Facilities

11:00 Discussion of Available Coord. ,

12:00 Media; Advantages ,and Media Srv:
Disadvantages of Each .

1:00 Programming:and Biblio IP43
'graphic:Services.
Investigation of Existing
Materials
Ordering of Materials

4:,30

Recapitulat EDO,

Activities are,consecutive; therefore, only beginning times are
indicated, except where a break occurs,
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Atachment B

TYpical Schedule:
In-Service Institute Adjunct Faculty
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ine of Topic f -S_rvice Institute

Oossfon

In roduction to
a. introduction of staff
b. Community college student

Handouts catalog, dir: handbook, etc.

U. Introduction.of chairmen
hurt divisional meetings

e. Announcements; homework, handouts,
objectives and schedule for workshop

I: Tour
Evaluation
Homework: "Instr. Systems for Student
Learning-The BCC Approach"

Sect'ior , II

Introduction to session
Systems approach to instruction
a. Definition of terms
b. Systems approach and grading at BCC
c. Packet vs. package
d. Application,to particular courses
e. DiScussion

. Break
f, Syllabus, explanation

Homework
Self-instruction packet

, 1. Overview of a packet
2. Major goals, topics or concepts of a'unit
3. Writing the rationale
4. The use of pre & post7testing
Evaluation
Homewofk
Syllabus

Cohen--"Objectives for College Courses"
Read course packets

I

Mager, Goal'Analyeis, Ch. 8--"Surprise Endings"

Sessioti III

Introdgetion

Packet proparation continued.
a. "Specifications and Ana1ysis of Performance

Objectiver
b. Use of non-print Media..

2 9

15-20 min.
60 min.

20 mm.

1 hour

10 min.

Min.
30 min.
10'min.
20 min.
30 min.

10 min.

1 hour
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b. Use of non-print media
Sources
Choice of media

Break

c. Development of unit of instruction
d. "Choice and Design of Learning Activities"
e. Johnson& Johnson, Asat4rirth

Self-Instructiona_l Packages
f. Review of guidelines for designing a packet
g. Evaluation
h. Homework

Criterion-referenced testing
Testing and types of test items; constructing
teacher-made tests

Session IV

Testin , Feedback, _

Packet preparation continued
Evalun- t ion

a. Design of test items
b. Feedback and evaluation devices

Types
Uses
implementa ion at BCC

c. Evaluatien
d. Ho _e ork: revise packets

Session V

a. Packot revision; instructional unit revision
b. Packet exchange
c. Final evaluation

2 0



Outline of Objectives and Activities for In-Service Institute

Session Obje.ctIve.

Session I

I, Be able to state and/or explain

the folluing:

1. National trend in junior and

community college growth

2. Concept of community college

3. Terms associated with community

college: e.g, comprehenswe,

open door

4. Your view of services and

expectations necessitated by

open door institution

IL BCC Services

1. Be able to find various

locations within institution

2, Be able to state where

services,are located

3. Be able to state what services

are available to faculty

Activities

"The Community College

Student"' (slide-tape

presentation)

Packet 1 and handout

Discussion

Tour

Tour/Maps

Tour/Discussion

Adjunct Question List

Location Demo & Eval. Method

Fsc./Stf, Self-test

D. Rm. Croup discussion

College Self-test

,Session II

BCC Instructional Philosophy

1. Be able to *fine a systems

approach and explain the

advantages in using it for:

"Systems 4pproach to Fac./Stf. Group discussion

Grading at BCC" P. Rm.

(slide-tape

presentation)



Session Objectives Activities Location Demo, & Eval. Method

the student

the teacher

the system

2, Be able to state and explain

the grading system at BCC

3. Be able to state and explain

the various components of a

systems approach as utilized

at BCC

4. Be able to state and defend

your feelings toward the use

of behavioral objectives

5. Be able to state and defend

your feelings toward mastery

learning concepts:

a. All students can/learn

given appropriate time

and instruction

b. Retesting is valid and

valuable

"Systems Approach to Fac./Stf: Group giscussion

Grading at BCC" D. ,Rm.

Cohen--"Objectives for Fac./Stf. Discussion

College Courses" D. Rm,

Systems Approach

(slide-tape

presentation)

Fac./Stf. DiscossiOn

D. Rm. Attitudinal pretest/

post-tost

Sessions II and, III

IV. Implementation of BCC

Instructional Philosophy

1. Be able to design a Syllabus

for at least one course which

you teach

Packet: Preparing

a Syllabus

Fac./Stf.

D Rm.

Discussion with

division chairman

and EDO

224



Session Objectives

.2. Be able to design at least one

packet which includes:

Topics

Objectives

Pretests

Activities

Posttests

Evaluati a measures

Be able to design at least one

unit of instruction which'is

either self-instructionsi or

defined and includes:

Topics

Strategies

Inputs

Practice

Testing

Revision

Activities

Designing a Packet

Overview of a packet

Major goals, topics or

concepts of a unit

Writing the rationale

Use of pre- and

posttesting

Specification & analysis

of performance

objectives

Choice & design of

learning activities

Criterion-Referenced Fac./Stf. Same as above

Testing D, Rm,

Location Demo, & Eval. Method

Satisfactory accom-

plishment of packet

guidelines

Peer exchange

Johnson & Johnson

"Assuring Learning-

with Self-

Instructional

Packages"

Session IV

1, Be able to design criterion

referenced tests to go with

each objective for a unit

of instruction

2. Be able to implement the BCC

faculty evaluation form and con-

sider types of follow-up feedback

information that you would like

225

Criterion-Referenced Fac./Stf. Consultation with

Testing D. Rm. EDO and STE

Constructing Teacher-

Made Tests

Feedback Presentation Fac./Stf. Approach of

Div, Chm.'
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PROFESSIONAL DEVELOPMENT PROGRAM
CALDWELL COMMUNITY COLLEGE AND TECHNICAL INSTITUTE-

Beverly C. Hawkins
North Carolina

INTRODUCTION

Caldwell Community College and Technical Institu.e began its
'Professional Development Program in December of 1970 to better
organize the administration's efforts to provide inservice training
and to better insure an ongoing, comprehensive program of staff
development for the 'total institutional staff.

OBJECTIVES

General guidelines and objectives for the program were set out
by the president of the institution. They are as follows:

(1) To identify and recommend to the president ways to further
promote the concept that all institution emnloyees must
constantly work at professional growth.if they are to con-
tinue making a,maximum contribution to the college.

(2) To identify and recommend to the president institution-wide
problem areas or concerns around which inservice programs
should be:planned for all institution employees.

To identify and recommend to the president problem areas
or concerns around which inservice programs should be
planned for two or more administrative groups, but not all
employees(Example:ciericalstaffand.administrative
staff).

(4) To prepare and recommend to the president budget requests
to support the recommendations of 1, Vend 3 above.

(5) To identify,and recommend to the president ways to promote
interdepartmental cooperation in developing. professional
development programs.

To assume .responsibility for planning,and carrying out
programs that are aPproved in 1, 2 and 3 above, except in
instances where the president assigns this responsibility
tOanother-group,or, to one. individual.

200
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When the institution began a program of long range planning in
1974, three more comprehensive objectives were added to thoae issued

by the president earlier. Those objectives are as follows':

(1) To develop a master plan of professional/staff development
in light of the goals and aspirations of individuals as
these relate to the major directions and emphasis of the
instituLion (5 year plan), including annual updating of
the plan.

To plan activities'for staff,..sre ated to the role and
scope of the master plan and how each individual will be

affected by the plan.

To perform a study and make recommendations relative to
faculty exchange programs at the local (state), national
and international levels.

A major objective of the program not explicitly covered in the
foregoing is the provision of financial support for professional
development activities.

ORGANIZATION

To implement the objectives of the program, the president
appointed an eight-member committee responsible to him and repre-
senting most personnel groups within the institution. The dean,of
educational development was later added to,the membership. Committee
members are generally appOinted for- two-year terms with half, the
membership rotating off each year. The Committee chairman and
secretary are elected.annually by the membership. Meetings are
held monthly.

Not all staff development activities are planned by the cora-
mittee. Some activities take plate within he scope.of specially
funded projects and are organized by the persons responsible for the
project and paid for through those project funds. Other activities
require little, if any, funding, meet-on campus fibsr a short period,
and'involve small groups with similar concerns whcOdO their own
planning.- And yet other activities, such as educational leave,
graduate icourses, personal rending, and,instruction related research
are planned and carried out by individuals totally outside the formal
professional developmenrprogram. \,

Caldwell CommunitY Collage and Technical Institute also tas a
representative serving on the staff development task force whieh is
part of the Appalachia North Carolina Consortium, an organizatiOb\com-
posed of fourteen two-year public instltutioas and,two four-year
universities in western North Carolina, QTo establish the role of t4a
group in the institutionls staff development-program, the objectives \

Anight be considered:

2
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To assess the extent to which each member institution
has developed and implemented a program of staff
development.

(2) To provide assistance when requested, to member institu-
tions in developing a program for staff deVelopment.

To coordinate with and gain assistanCe from the Department
of Community Colleges in planning and implementing an
inter-institutiorial,program of staff development 6nd
coordinating With state efforts.

(4) To plan and carry out special programs in staff develo
ment in areas of heed identified by other task groups,

(5) To develcip a categorical resource bibliograPhy of expertise
within member institutions, the system as well as other
resources.

To develop a,long-range plan for iAter-inatitutional sta
development which would include, but not be limited to,
objectives, Categories of activities, calendai of annual
events and plans development of expertise within the con-
sortium, and budgets.

CDST -p_PROGRAM

From 1971 to 1975, Caldwell Community College and Technical.
Institute'S professional development.program was funded primarily
through the Appalachia,North Carolina.Consortium Special Deveiopment
Project Title III Proposal. GenerallY, the cost of the program has
been the amount of.funds available for expenditure. Each_yeat,-
funds are Usually exhausted with-requests outstanding and/or denied..
Listed below is a general indication of funding levels and sources:

,Budget

1971-72 $5220.00

1972-73 3580.00

1973-74 8575.00

1974-75 7300.00

Source

COnSortium (title III)

Consortium-(Title III)

Consortium (Title III)

Consortium (47%) and regular
college budget (53%)

'For the 1975-76 fiscal year, no consortium funds were allocated,
so the college, in an effort to maintain the progAm, set aside
$5700.00 from its regular budget allocations from the state to.be.
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Used specifitnlly for staff-development. The Committee has encouraged

the presidené to begin working toward setting aside a regular annual

budget for staff development and to consider exploring resources

outside state funds.

These-funds especially,designated for staff development are not
truly indicative of the total amount of money expended.for staff
development in any one of these years. For example, all full-time
faculty and .most staff members have approximately $100 per year pro-
vided primarily for travel, but often used for staff development.
Although the Committee has-no direct involvement in this funding_
source, it does Take it into consideration.

This institution has also made extensive use of funds frem
several outside sources to provide staff development opportunities
for its,personnel. Under the Career Education,Projett established
in Caldwell County to LAId careet.awareness in grades K-14, the
college fUnded a variety of activities' related to personalizing
instruction and career counscling. The Adult Basic Education Budget,
which is federally funded, has a spetific line for inservice training
eor both full and part-time employees in the program. CETA Title I
and Human Resour.ces Development monies have both been used for
developing staff in those areas. The college also recently became

/
\involved in the ACCtion Consortidm, working particularly with the
Student Affairs Center, in an effort to develop and improve those

'services provided through that department. Funds from this source
will be nsed to defray expenses for participants in workshops, on-
site visitd, and any other .activity which might enhance the student
affairs-program!.

IMPLEMENTATION OF PROGRAM

The fo mally structured professional development,program at this
institution has two primary focuses: providing funds for staff
development activities and planning a program of staff deVelopment.

PROVISION OF FUNDING

The professional development prograrkhas been voluntary and has
encouraged institution employees to assess their own needs and
identify ways of meeting them. They are then encouraged to submit
.a request for funds, if any are needed, to the Committee on form
,CCC-154 (see Appendix). -The Committee serves as a screening and
recommending bodY befote the request is,sent to the .president for

his approval' or denial.

To provide for as much equity' as possible in considering and
recommending requests for funds, the Committee developed the °How-
ing criteria: =
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(1 ) The bonefit:of the activity to the (a) total instit tion,
(b) the department, and (c) the individual.

(2) The extent to which the activity attempts to strength n
the instttution, a department, or an individual.

The approval of the department chairman or appropriate
division administrator.

(4). The,eost per persen involved in the activity.

(5) The amount of funds each department can contribute froth
its regular allocat ons to help defray expenses-of the
activity.

The frequency of requests for fuhds made by or from within
a department.

he need for funds from personnel whose regular allocations
_ve been expended for other purposes.

PLANNING

Whille the Professional Development Committee has spent a grent...
deal of ts time in its early years getting established,. devtoPing
.a philos phical basis, And responding.to requests for funding, its
directiQb is shifting to one of promoting and planning a staff
develop ent program, with a secondary emphasis on prov sion of funds. i

Th Committee has, far tIi most part, dealt with funding -indi- I

vivalli recognized and requested activities, but has made some-
effortsj at planning occasional activities for the tetal institution
-staff. It has only been with the recentstaff developthent needs
questi_nnaire distributed to'all employees.of the institution that
the Committee has begun to'assess needs by categories and to estah-
lish,the extent of the nepd (see Opendix ). This questionnaire,is /
:the initial step in long-range-pianning.

A:copy of the questionnaire restiltswere alsb submitted to the
,chairman of the consortium task:force on staff development. 'This
group hopes to.compile such results from all consortiUM members ho
that, planning for inter-institutional activities tight begin.

Also a. determinant in planning actiVities,is the institution'is
long-range plan, new or improved skills required with changing
programs, needs identified by specific groups,4new ot,improved
skills required for institutional operation, -and other related
factors.
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MOTIVATION FOR PARTICIPATION

Once inservice training Was defined andits purpoose Clearly
understood, motivating participants was not as insurmountable as

firstanticipated. The first major activityof the.program.was a
'ret-eat for :the entire staff, planned to provide a block of time-off

campus for-concentration son that participants`might become acquainted

with each other, morale might:be positively enhanced, a';ense 'of

.shared purpose ahd communication,among all staff members,might begin

te develop and,so that time might be Provided for sharing problems
that-could be Solved through'staff development. This activity
generally,Set the stage for a positive attitude toward Ataff develop-
ment and establishedthat it was inclusive.of all personnel.

\

Perhaps several other factors have encouraged participation
First, the program is voluntary. All personnel are encouraged to
participate, but the choice is left with the individual' without fear

of reprisal. Second, each individual is given the liberty of
identifying his own needs and directiona.and.of choosing activities
which he feels meets those needs. He is subject.only to his super-
visor's approval, the committees recommendation 6oncening funding,
and the president's approval of the funding-request, none of which
have proved-insurmountable. Third, the institution, as much
possible, attempts to provide funds_ for these activities, tipd,
fourth, release time is.provided for participation in activities.,

-In addition to the regularly scheduled Professional Development Day
each quarter, employAes are'permitted to'leave their, work responsi-
bilities for the. duration Of.the activity. And not to be disregarded
is the open communiCation between the staff of the instvitution and
the Committee and the positive, supportiveattitude of tot, adminis-
trativepeople.

,Thi6 is not, however, to say that all employees of the insti-
'tution participate regularly in staff developmentaotivities. But_

a good portion cf those from all areas - college pafallel, technichl,
vocational, clerical, administrative, maintenance - are activiely
involved in inservice training.

TEACHING TECHNIQUES .OR SKILLS 'EMPHASIZED -

No skill or group of skills,is regularly emphasize&in the -staff
development program, although a series of activities are sometimes .

built around one concept. To live some idea of the yari6ty of
activities and participants, kisted below are those activities.,-
sponsored through the stAff development program in 1974-75:

(1) The librarian and assistant' librarian partipip- ed in a
media workshop sponsored by the North Carolina Library
AsSociation.
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(2) Two persons from the business office enrolled in the
course "Effective Management Skills" taught,by N.C.

State UniVersity.

Two persons from the business office attended a program
related to new pUrchasing,'inventory and otherbffice

. procedures. r

-.(4) A nurAing instructor_participated_in the workshop "Use
.a

of Simulation, Games-as' a Teaehing Technique in Nursing'.
. ,

at Indiana University School of Nursing.

Three'secre aries rtom the Continuing Edudation Division
'accompanied the Continuing Education Ataff to the fall
.atate conference.'

_6 Two Aocial science instr c.tors went to Dallas, Texas to the-
CoMmunity- College Social Science AAsociation and Southern

-
Mistory Association meetings.'

'(7 ) The institution sent two recreational leadership
instructors to the 1974 Congress For Recreation in.
Denver, Colorado

A.psych6logy instructor visited,the psychology department
of Ohio State .University to diseuss efforts in
behavior modificatien program.

9) The automotive mechanics instruetor attended a two7.day
meeting of,the North Carolina Auto Diesel Instructors
'Association. *

(10) Three members of the institution's busin ss office went to,
4 workshop of. the North Carolina Association of COMmunity
College Bustness Officials.

Two instructors wIth the'cosmetology curriculum attended
the statefall Cosme -logy Instructor's Workshop and a
management seminar at Wake Forest University sponsored ,

by NCHCA ani North Carolina (ommunity Colleges.

readipg instructor participated'in symposia,focusing
, on issles in reading covered at the Southeastern Regional
Confi ence of the International Reading Association and
later in the North Carolina Council of the same association.

.(13) ,Three clerical persons freim the Student Affairkbepartment
joined that staff at the North Carolina Community College .

Student Services Personnel Association's prolessional
neeting.
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(I4) 'Six-members of the Student Affairs staff were joined by
seven, members of the Continuing-Education staff and one
student fOf'a seminar/Workshop on Glasser's Reality

-TheraPy concePts. .

,(15) A nursing instructor.attended a workshop at the Centel
for Teacher Education, Allied Health and Nursing at

_Georgia_Center_for_Continuing EdurAtion_to examine
ICARE model of Evaluation.

(16 ),ç-The institution's maintenance supervisor attended a
thre&-day'Seminar in Raleigh especially designed to
enhance supervision and housekeeping management skills.

(14 -One instructor in the industrial division attended the-
NC Soaiety ofProfessional Engineers Convention.

(18) Two radiologic technology instructors attended the North
Carolina State Radiologic Technology Annual Meeting.

(19) The.data proceesing instructor'attended the OPMA State
meeting and later the American Association of Data
System§ AED's National meeting in Virginia.

(20) .A leCturer- from the Harlow Shapley Visiting Lectureships
in Astronomy of the Atherican Astronomical SocieEY made
presentations in the institution's new planetarium.

(21) A nuraing instructor went.to New Orleans lor the National
League of-Nursing's TwelfahBiennial ConVention -and
Exhibition based on the.theme "Operation Update."

(22 ) &cosmetology 'instructor went to New York for the Inter-
nationk Beauty Show Sponsored by:the National Hair-
dressers Association.

(23 ) The librarian and assistant librarian went to,the University
of Illinois to attend the Twelfth,Annual Clinio of Library,
Application, of.Data Processing.,

(24) .Eleven Continuing EduCation Staff members attended-the-,
spring conference of the NC Community College Adult

Education- Aasociation.

(25) Three members of the business office.participated in the
Annual .Finance Conference ,sponsored by the State Depart7
Ment of Community Colleges and the State Board of

Education.
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(26) A social science .instructor actively involVed in Cogni-
tive Style Mapping participated in the Glasse: Seminar
on Reality therapy held in-North-Carolina.

(27_ ). The Spanish instructor-attended the Spanish Conference
for the CowmunitY College Foreign Language Instructors.

(28) 'AL_humanities-instruc or-joined-the..Modern Language
Association's Annual Conference in-Hew York.

(29) A radiologic 'instructor participated in the _outheastern
Conference of RadiolOgic Technologiste.

(30 ) A member of the Continuing Education Division respoisible
for programs with industry/attended the Apa1ytical
-Operator Training Workshop sponsored by the CarOlina
Society for Training and Development'.

_i_ A science instructor took a short course for college
instructors.of biology sponsored by the National Science
Foundation in Atlanta, Georgia.

(32) Three staff members of the institution partictpated in a
pregram sponsored by the:college and the State Department-,
of Labor on OSHA'regulations.

A nursing instructor participated in an.Emergency Nursing'
Seminar sponsored by:Inservice Iduca Ion, North'Carolina.
-Baptist Hospitals, Inc..

(34) Eight members of. the Professional Development Committee
and the,institution's two vice preiidents attended a-
two-day workshop on staff development sponsored by the
Appalachia North Carolina Consortium Staff Development'
Task Force.

(35

_

Twenty clerical and technician level employees of the
institution participated in a 15-hour inservice education
program covering.basic skilla in human relations and
communications.

(36 ) A three-day writer's workshop held on the eampus under
the guidance of a writing consultant was opened to all
consortium institutions, local high schobl teachers and
other interested persons.



THE STAFF DEVELOPMENT PLAN
. OF

SOUTHEASTERN COMMUNITY COLLEGE

W. Ronald McCarter
Charles E. Grigsby

North Carolina

A growing consciousness amongcommunity colleges today is the
need for an in-house professional development plan. Some community
collegea say they are lisenchanted with,graduate school products;
many community colleges are getting greater'numbers of personnel
from industry without an, prior teaching orientation. Yet, the
greatest need for an in,-house staff development plan is that'commu-
oity colleges as an inocitution are atill very much in transitional'
stages, .though they date back to-Joliet, and'indeed will alwaya be

'transitional if they meec fheir mandate of responsivenese to
community transitions. To support such fluid currichlums and
services, the community college staff must likeWise 'be responsive.
Staffing with versatility, in mind is one step eoward the solution.
A coordinated, college-wide staff development plan is a necessary
coordinate.

Characteristics o

PLAN FOR THE FACULTY

the Plan

If a college-wide plan is to _e effectIve, it must Meet basic
criteria:

The staff/faculty inut have a significant role in designing
the plan.

Thoplan must allow for indivi,duality while mee _ng institut onal

Mutual responsibilities must be recognized and asaumed by .

all pa ties.

Mutual trust must'be established to far her the intent of the
plan while misuae'mu t be,eradicated.

_Initiation

Sottheastern Community College is ocollege of approximately
2,000 FTEs and 163 full-timopersonnel. Our plan began in January
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off 1974. A rationale for and objectivesof a new committee for
staff development responsibilities were announced by the President,
and interested staff members were invited to attend an organizational
meeting. The emphasis from the President's Office was a reflection
of the administrative support,necessary from the beginning, with
equal emphasis_from each administrator. Volunteers-should be the
only ones assigned to such a committee - their dedication and per-
sonal interest is vital. More volunteered than we could possibly
manage at SCC, so the selectioh was made to broadly represent the
professional staff. The' following charge was given the committee:

Role of the Committee

To develop and recommend a fair and manageable plan for
faculty evaluation.

To plan, recommend, and assist in implementing activities
and programs for faculty upgrading.

To donstantly monitor and evaluate the staff development
plan and program above for improvement

Facult Evaluation Plan: Minimum Reuirements

1. Should include signi:icant student input.

2. Should include significant supervisory input a-ound ro

criteriar

a. Job performance (instruction)
b. Professional development
c. Professional responsibilities (i.e.committees,

advising, etc.)
d. Community responsibilities (community service)

3. Should include an annual sUpervisory/faculty review.

4. Should include.sufficiently variable criteria to reflect
strengths or weaknesses.

5. Should lend.itselfto quantitativesummarY. %

.A Professional Development_ Minimum Requirements

1. Include activities commensurate with approved standards
for re-appointment and promotion.

2. Reflect individual professional interests and needs as
observed and prescribed.

3. Reflect the balanced needs of a.department.

2 3
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A Plan Should Accomplish

1. A seff-analysis of needa and interests subject to revision
should- circumstances. change.

2 A departmental analysis of strength and Weaknessek.

3. A communication medium between instructor,. department
chairman, and Dean of Instruction.

An approved,plan by which:

a. Professional upgrading is sought.
b. Activities are coMmunicated which should be planned

/

by the college.
C. ,Professional development '.an be fairly evaluated.

One ,can feel comfortable in the knowledge that his
plan is within the expec ations of his peers and
adtinistration.

Sample plans, forms and references were distributed and/or
reserved by the President in the college-library for. the use of
the committee and others.

The Development

Committee Process

Evaluation and professional development are t o separate, but
highly interrelated precesses. With this in mind, the Professional
Development Copmittee at Southeastern COmmunity College broke into
subcommittees-Jr- one whose emphasis was to be on'the evaluation task
while the other subcaMmittee studled the organization and formuli-

. zation of a professional growth process... Coming together at
strategic times in the developmental phases, the committee was able
to integratethe products of their work into an over-all plan for
the faculty.

Content of the Plan

Instrumentation of what turned out to be-four,facets of the plan
include the following:

Facult Evaluation -.Student Res onse Form

Thisas a criterion-referenced form developed'on the SCC'campus
'exelusively for the students'there. The form is bnsed upon the
beliefs, judgments and opinions of these students as to what
constitutes good and poor teaching performances. jhe phraseology
of the form items is also that of the students on'this campus.
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The form validation process consisted o..

(1) Collecting sta ements from.a student sample pn teacher,
behaviors that indicate good and.poot teaching ,character-
istics. 7

1

(2 ) Submission of a condensation of the -statement list to a
:second student sample in order that the statements on
'which there was the most agreement might be selected,
for:use in the evaluation form.

(3) The use of a tentative form,in a cross section of the
college'g classes in an attempt to eliminate ambiguities
in either the directions or item 4tatements.

Reliability checks for the tentative form were/done on a
. test-retest basis.

Faculty_Evaluation 7_Supervisor Res onse_Form

This, form is completed by the Dean of the area in which a
'faculty meMber's major teaching responsibility lie. On close
inspection, the form may appear to be rather limited in scope'
and/or flexibility, but it was designed to supplement and to
stand independent of the other instruments.

Evaluation - Non-Instruction Activiti

The nature and use of this form ig made clear in :he documht
,itself.

Southeastern Communi
System

College - Professional Develo men

This is a two-part document; one is an explanation ol the
system and the other is: the form to be completed,. It is the
basic document used to plan, organize and encourage the pro-
fessional growth of the faculty.

On this simple form, the-evaluation ratings taken from the ,

previously mentioned forms are brought together so that they
can_be summarized,and an overall rating given.

Role o the Pr-sident

The role of the President's Office during the development stage
. was to study and react' to all minutes, appear before the committee

to assist with problem areas, defend t uths, and coMpromise personal
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biases The President should allow adequate time for the plan to

emerge amid-committee research, debate, and receipt cif extra-

committee reactions to broadly dispursed minutes. Made clear from

the beginning was the fact that this plan, Once agreed upon, would

be acknowledged as imperfect, 4nd subject to continual improvement

each year. This experimental mods relieves the pressure of

"finality" on the committee.

When the plan emerged from the formulation and approval piocess,

the implementation was effected, by:

A college-Wide announcement and distribution of-the plan from
the'President's-Offiee

Full credit to the committee and other contrIbutors

'Request for a year's commitment to the established plan while
constructive criticism was collected and solicited from all

,parties

Follow7Up-

Upon implementation of the plan, the committee's work must con-
tinue. The committee should be the-process monitor by conducting
in-house and external research; innoVating.and editing suggestions
for improvement; providing support to faculty and,deans; and con7
solidating requests for development which lend themselves to common
group activities, consultants, courses of instruction, etc. and
recommending the implementation of such.

Plan for Other Personnel,

A community .college depends on all its staff for goal attainMent;
therefore, a professional development plan is equally important for
all., At SCC, administrators, counselors, secretaries, and maintenance
staff ate all involved. Undet some aPproptiate modificaeions, a
similar process, as explained abovelor-the faculty, has been
initiated for each of these personnel group's:

Administration and Counselors

The administrative and counseling personnel use a similar but
modified, approach to'staff 'development activity. The ,evaluation of
administrative personnel includes evaluation by faculty, subordinates,
aupervisors and by the President. Evaluation 1.0 closely related to-

coordinated planning objectives on an annual basis. A complete
annnal development plan as well as evaluation as a part of that plan .
is conducted in a one to one setting. Student Development Center
personnel, including some administrators and counselors, use still
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another modification featuring cluster grouping. Iadividuals
plan their goals as a member of a cluster which meets with the
Dean for Student Development. It-is believed that the group
approach is an improvement overAndividuaI planning.

Sedretarial Per onnel

secretarial personnel at Southeastern Community College were
likewise asked by the President to study and develop a pro-
fessional development system for themsvlves through the college
secretarial*tsociation. This project.was undertaken with
enthusiasm and pride. No other group.of personnel represents
the college visitors, students, new personnel and the communi y
more than do secretaries. Realizing this, the secretaries of
SCC joined forces with the County Board of.Education and City
Board of Education to apply for admission in the N. C. Asso-
ciation for Educational Office Personnel. This Association has
a vigorous Professional Standards Program which the 'secretaries
adopted as their own. The program is.very comprehensive
including"ca variety-of vigorous course work, workshops, work
experience and testing. Over 95% of our secretarial staff is

.

committed to this program and have it well underway for a com-
pletion goal within two years.

Plant Maintenance Te'sonnel

Of all personnel of the college, the services of these noble:
personnel are under the most critical scrutiny. Their ignoble
plight-and-responsible mission is realized very quickly., if not
belatedly, when their services must be necessarily interrupted
for even an hour. In spite of their importance, few have access
to planned development. Thei-rvalue to SCC and their full right
to equal-professional development Opportunities is-recognized
throngh a comprehensive professional development, system developed
specifically With and for them. The system indludes course work,
literature distributed and reviewed, workahopi by vendors,
analysis of workloads, scheduled task assignments, arcevalustion
checklist for buildings and grounds, and a quarterly-awards
sYstem for the most outstanding member of the staff.

f /

Part-Time Adult Education_ Personnel

Most community colleges employ more part-time faculty than full
time; yet, few have adequate professional 4evelopment plans for
part-time faculty. At Southeastern Community College, part-'
time teacher orientation takes place on a one to one basis

(r _between the,teacher and the dean Or his assistant. In addition,
all part-time adult education teachersire requested, to attend
at least oneworkshop peryenr during which teaching skills are
developed. The supervising dean as well as visi.ting consultants
assist in this activity. Part-time adult education teachers
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are ,sent to area workshops and seminars when possible. A plan .

for the near future is to develop an individualized self-paced
audio-turorial course of instruction which Would:be required
of all part-time instructors. Such a course of instruction
would be offered continuously throughthe LearningliResource
Center.and therefore be available at the convenience of the
part-time instructor who frequently has conflicting priorities .
with rigidly scheduled college ntaff development activities.

Resources

.

Professional developMent.planning must be supported-by the joint
resources of the professional empl6Tee and the college. It.is their
mutuairesponsihility to seek and provide appropriate experiences as,
Well as'to find methods to support them. At Southeastern Community
College each member ofthe administrative, staff and faculty in
eligible.for 12 weeks of state paid educational leave upon 33 con-
secutive months of employment. This benefit in veined at approximately
$45,000 per year collectively. ,In addition to this benefit, the
college budgets approxiMately $50,000 in supplementary fundS for
apprapriate'travel Andior material development. Ihese funds represent

'about 6% of the annual operating budget. Another major reaource is
the Advanced,institutional Development Program (Title III). Through
this federal program,-we Isve involved trustees, administrators;
faculty and secretaries in' frequent opportunities for Professional
development ranging from courses in "The Developing Role of Womanhood"
to "Outward Bound," a. unique training program involving a combination--
..of mental skills, physical endurance and leadershiptraiAing in the
great outdoors.

Planning for the _Future.

.
Staff development plans fof personnel in comMunity colleges

cannot be projected accurately due to the very nature of our insti-
tution. As sure as our coMmunities and theif needs change, and the
needn for-instructio6 and services change, so will our need for staff
development. Our students are getting older. They're holding part-
time and full-time jobs'. TheY're goaloriented and pragmatically._
inelined. They represent-all the minorities as, well as the majorities,
they are the reverse transfers as well as the poatrbaccalaureafe.
The "drop oUt" without dI222ing_oul., becoming "in and out" attendets.
They increasingly requite financial aid though frequently attain top
jobs without graduating. Yet, amid this new family of scholars,
there is elsothe traditional student who has been attending college
since Dartmouth and,Yale.

.

The implications of-these observations are thst staff development
activities must continue to be varied*, unpredictable, and innovative,
and our staffs, versatile. Careful evaluation has indicated that
future stages for SCC development planning at SCCwill:
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empha izea closer relationship to institutional goals

r,
,emphasize the relationsfilip of the plans of various per-

sonnel categories within the college

emphasize common experiences where possible, for efficienty

:(4) 'provide a forum for the full sharing of,professional
development experiences with one another

(5) promote an expansion of the va iety of professional

development activities

research the process and the product as an integral part

of the plan

seminate our,experlences with the college plan and
en ourage other- colleges to do the same
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PROFESSIONAL DEVELOPMENT SYSTEM

I. INTRODUCTION'

This system for professional development places a great deal of

trust in the ability pf the individual deans and.the teaching faculty

to reach-mutual decisions regarding profesSIOnal development that
will benefit both thefaculty and the college. .While.it is assumed
that each faculty member has already been meeting his/her responsi-
bility for professional development and will'continue to do so, there
are several advantages-to formalizing and facilitating the-process:

1. It establishes a means- whereby the administration can become ,

aware of/the professional goals of the faculty and become.,
more capable of, providing the eupport necessary for the
realization -of those goals.

2. .it establishes role responsibilities for those ihvolved so-
.that everyone is aware of what is expected pf him/her.

It establishes general guidelines as expressed below within
which to operate.

It establishes, a meads of evaluating professional .develop-
ment sn that members of tha teaching faculty may.be given
proper recognition foi' their efforts in this area.

II. GENERAL GUIDELINES

The professional goals of each individual faculty member must
'be consistent with:the statements on:' 1) Professional Ethics,
2) Academic Freedom and Responsibility, 3) Thilosophy and Purpose of
'the C011ege -and 4) Comprehensive Curriculum as found on..pages- seven

.
through fifteen of the Personnel Handbook.. The.priMary focus of this
systemfor professional development is.to provide indiviidualized
ancouragement,.alternatives, and opportunities to meet the pro-
fessional goals of-each member of the teaching faculty:. HoWever,
the uniqueness of each individual professional.development plan makes
it impossibleto determine a single set of values relative to goale
and alternatives.. This.proposal limits itself to defining the. areas
-in which professional development should .take place.- which are as ,

f011ows:.

1. Academic competency(knowledge and skills in thearea
one's teaching responsibility)..

2. Methodology (competency in developing student academic
awareness and/or skills).

4 4
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Non-instructional competencies such as:
:a) Academic advising
b) Personal counseling
c) Advisement of stddent groups
d) Committee work
e) Reqruitment
f) Community service (p

and resources of the

ROLES %.ND RESPO I ITIES

omoting and conveying the services
college to the community)

A. It shall be the responsib lity of each member of the teaching

faculty:

1. -To identify:his/her ,p o essional development goals by
annually completing a professional development plan
'(see attachment).

2. To take advantage of the assistance proviad by the
college in reaching these goals, and/or to identify and

use other available means of achieving-these goals.

3. To,share a self-evaluation o_ his/her progress with

the divisional dean.

It shall be-the responsibility of the divisional dean:

1. Tizrprovide whatever assist-tuce is possible through the
resources of the college to assist .in the achievement

of professional goalS of the faculty.i
2. To insure that,the,profes0.onal goals of the faculty .

.are .consistent with the generalguidelines outlined

in Part II of his -document.

To articulate io the faculty the projected needs and
. goals of the division. .

T0 allow and encouilge the f cultTto d- elop pro-.
fessionally'in such a way as to meet _se changing.

needliand goals.

To evaluate each faculty member s progress toward com-:
pletion of' his/her professional development plan.

C It shall be the responsibility of each coordinator:

1. To provide leadership/in developing written depa-tment 1

goals and prolected needs.
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2. To articulate these goals and needs to the divisional
dean.'

3. To assist the dean through mutually agreedupon means
=in meeting the responsibilities of the dean as outlined'
in 13 above.

D. It shall be the responsibility of theadministration and
the Board of Trustees oLthe college to commit appropriate
resoUrces available to the'college in support ofthe. pro-
fessional. development plans,of the facul\ty.

It shall be the responsibility of the prIdent of the
college to 'provide traipihg and oriPntati_n for both the
deans .and the faculty'sa that such'a systep for ptofessiona
development may be implemented and annually\improved
throUgh revisions. It shall be particularly important
initially to foster an atmosphere ofMutual trust o that.'
faculty and. deans7may assume thesJ'new rolea as CoMfOrtabl
as-possible.

IV. PROCESS

-The teaching-facUlty membera will provide his/her dean with a
completed professional development,form (attached) and sehedule.a
subaequent professional developMent conference no later than the end
of the faliquarter of each aeademic year. AJ,rofessional development-
Plan will.be agrpe& upon at that time for the periodof time stated on
the fOrm. The eontent of the plan must be agreeable to both parties.

, -Methods of achieving the agreed upon, professional development_ objeCtives
needapproval,by the divisional dean only if the :resources )of the
boU9ge are invOlved (resources,may mean, release time, reduced load,
travel expense tuition paymentedueational leave,e6c.).

14b later/than the spring quarter, the dean will arrange a con-
sultation with/each faculty member. The/latter will report'and '
evalnate hip/her,Orogress to date towad completing'the previously
agreed upon/deVelopment 'plan.' The dean will,therfcbmplete
evaluation seCtion of the developmebt plan (see attachMent).and indi-
cate verbally to the faculty member hid/her 'evalUation ot the latter's
profesalopal. development. This will be done in cOnjunction with
examination and diScusaion of All the evaluation forms concerning
that faculty member. .A succeedingq3rofessional deyelopment plan
may be initiated at 'this timiso,

A

The faculty member may at any time renegotiate his/her pro-
fessional development plan with the dean. Portions bf any plan may
be changed, postponed, orbliminated enti ely during thetenegotiation.

Whereas the professional developMent plan of, each individual
faculty member will he'uniq6e, there is no way tO list all thp
possible alternativ6a tbt professional 'development. However, as an

4 6
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year and for those e ployed in subsequent years,
4

n open-ended list of a variety of alternatives

(some gtnera1 nnd some specific) and is net intended to limit faculty
choices In any way:

Participat-on in profesSional organizations nd reading
of professional books ond periodicals.

Pa-tieipation in (onferences, seminars and workshops.

ng with SCG colleagues and colleagues in other
:immtiziitv colleges technical institutes, colleges,

univer_ -Aes, and public schools at all levels.

Taking additional course _rk (-- and/or off campus
(

. 5. Participation in recruitment efforts.

6. Developing objectives.

Improving knowledge and use of A-V equip ent and other
educationalaids.

8. Improving counseling skills.

9. Attending trade schools run by unions'and/or manufac urers;

10. Travel and/or research.

11. 'Publication.

Ariiculation with publid schools and four year colleges
and universities.

3. Articulation with businesses and industries.

14. Promotion of c011ege services t: the community.

15. Improving skills in academic advising, advising of student
groups, etc.

16. Improving participation in committee work etc.

It is assumed that this,system for professional development
is merely formalizing and facilitating an already ongoing process.
The quality control will rest in the process of reaching an agree-
ment on professional goals rather than.on some subsequent"chocking
up"=by tIN, dean. Therefore, .the evaluation wilLbe means 'whereby
die' efforts of the faculty member toward his/her own professional
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development can be duly xecognized. Thus, tle only tw-o evaluation

choices for the deans are as follows:

Completion or satisfactory progress toward completion
of the professional development plan.

Unsatisfaciory progress toward completion of the
professional development plan.

Since the plan may be renegotiated at any time, At is assumed
that the second evalua'tion choice would,rarely be necessary.
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Department:

Current Date:
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SOUTHEASTERN COMMUNITY COLLEGE
INDIVIDUAL.FROVESSIONAL DEVELOPMENT FLAN

For the period from to

Please indicate at least one professional goals from the
followihg three areas and the methods by which you would like to
reach these goals.

I. Academic competency (knowledge and skills in the area of one's
-teaching responsibility).

A. Goals:

-

Methods:

(To be filled in by the Dean ) Additional suggestions as
to professional goals and/or methods to achieve them:

(To be filled in at the professional development consulta-
tion) Agreement as to A, B, and C above:_

249
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(To be filled in at the professional development consulta-

tion) Agreement as to projected dates to reach goals Out-

lined in D above. Place each in the appropriate category:

Shor: rang: one y ar):

Long range o or more yea

II. Methodology (compeGency in developing student academic awareness
and/or skills):

A. Goals!

B. Method:'

C. (To filled in by the Dean) Additional snggestions as to
prbfessional goals and/or methods to achieve them:

D. (To he filled in at the professional development consulta-
tion) Agreement as to A, B, and C above:
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(To be filled in at the professional devel _ment consulta-
tion) Agreement as to projected dates to reach goals out-
lined in D above. Place each in the appropriate category:

Short range (one year ):

Long range two or more yea s

Non-teaching competencies (Academic advising, personal counsel-
ing, adVisement of student groups, committee work, recruitment,
community service, etc.).

A. Goals:

hods:

C. (To be filled in by the Dean) Additional suggestions as to-
professional goals and/or methods to aChieve them:

D. (To be filled in at the professional development consulta-
tion) Agreement as to A,,B, and C above:
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E. (To be filled in at the professional development consulta-
tion) Agreement as to projected dates to reach goals out-
lined in D above. Place each in the appropriate category:

Short range (one yea

Long range (two or more years

TV. Evaluation (T6 he 'completed by the Divisional Dean

This instructor has:

Completed or made satisfactory progress toward completion
of this professional Aevelopment plan.

Made unsatisfactory progress toward completion of this
professional development plan. (Explanation required in
comments below.)

Comments:

Signature. Date:

Divlsional Dean
* *'* * * * *

Commentp by faculty member:

OPTIONAL

* *

Signature:
Faculty Member

2 -2

Date:
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FACULTY EVALUATION
SUMMARY

instructor Year

I. Itemized Evaluation

Student Evaluation

Supervisor
Evaluation

Professional
Development

Non-Instructional
Activities

Rating

Meritorious Satsfacrory 1211q-afa_slcia

II. Overall, I rate this ins ructor as

Meritorious

-Date

Sat sfactory Unsatis actory

Signature
(Divisional Dean
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SDC

PROFESSIONAL DEVEL PMENT PLAN

Process

1. Develop an individual plan for professional development to include
Summer 1976. (If you wish to then make more specific quarterly:
plans please do so.)

2 Meet with other members of your cluster (i.e., groups from staff
meeting on October 3) and SDC Dean during last week in October
for twe hour review and discussion of plans

Meet with cluster and SDC Dean during second half of winter and
spring quarters to review pro'gress and discuss alternatives.
Publish minutes of these meetings for our files and for our use
in the 1975-76- annual report.

4. During August, 1976, develop new professional development plan
for use during the fellowing year.

Com onen s of Plan

1. Objective(s) you plan to accomplish

a) Include competencies and/or bod es of knowledge needed
b). Relate objective:to preSent and or projec.ted functions

2. Methods (learning experiences)

a), Include description of learning experiences which are both
available and appropriate te accomplishing objectives

b) When appropriate include information related to time away
from campus, special requests or needs related to learning
experiences, etc.

Evidence

.
a) Describe the evidence you will accept as verification that

your objective(s) has been achieved

b) Please be realistic and specific in,identifying ecceptable
evidence

c) Note the need for the involveMent of.others in your
evaluation whenever appropriate
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FACULTY EVALUATION

SUPERVISOR RESPONSE FORM

_Academic yea

I. Teacher Performance Checklist

Directions: Listed below are performance statements which represent
the_kind of things the supervisors might observe members of their

,

faculty doing. Read each statement and if you definitely remember
having observed it to occur on the part of the faculty member being
rated, then place a check mark to the left of the statement. If you
do not have direCt knowledge of it, then do not_ clleck the statement.

.1. Repeatedly used examinations inappropriate to the
material covered in the course.

V
2. Displayed unwillingness to participate in committee work

or other activities aime'd at improving Southeastern.

3. Took extra assignments related to teaching program of
department.

Caused students __ complain because of his inaccessability.

Agreed to departmental teaching policy in staffipeetings
and then ignored it.

Worked well with others in completing assigned projects
not directly related to classroom teaching.

7. Worked well toward extending the services of the college
into the community.

8. Informed students well in advance what was expecte of them.

9. Allowed outside interest to deter teaching effectiveness.

10. look advantage of opportunity for educational leave.

11. Engaged in
interests o

etivities flagrantly detrimental to the best
students of the college as a whole.

12. Used student evaluations to improve classroom per ormance..

13. Displayed distain for remedial level teaching.

14. ParticipatA in scheduled activities, sUch as faculty
meetings, whLl these did not conflict with clasSes.
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15. Took the posi-ion that a student has no right to question

a grade.

16. Used own initiative in self-improvement rof. development)

and strived to improve teaching ability.

17. Maintained office hours a posted.

18. Received favorable comments from former studen-: concerning

'his teaching.

19. Exhibited enthusiasm for program and subject area.

20. Exercised care in completion of reports and records and

submitted them on time'.

21. Allocated unreasonable time and effort to other tasks in
lieu of teaching responsibilities.

22.

23. Revealed a willingness to experiment with new methods in
the classroom to stimulate the student.

24. Attended relevant workshops and conferences.

or-
25. Frequently failed to meet class.

26. Exhibited poor rapport with fellow faculty members.

27. Displayed inability to establish rapport with students.

28. Enforced unrealistic grading standards resulting in

excessive failures.

29. Volentee ed for extra work wIth students.

30. Met classes en time.

31. Effectively carried Out administrative directives.

32. Other

Summary of Evaluation from Teacher Performance Checklist

I rate this nstructor,as:.

Me rioos (explanation'desitable In comments below)

Satisfactory

Unsatisfactory (explanation'required in comments below

2
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Signature:
Divisional Dean

* * * * * * * * *-*

Comments by faculty member:

* *

OPTIONAL

Date:

Signature:
Faculty Member

2

Date:



EVALUATION OF AMINISTRATORS,

Evalu tion of

Evaluated by Math & Science Faculty; Business & Public

Service Faculty; Engineering Technolo: Faculty;

Humanities & Social Science Faculty; DivisiOn Chairman 'or
Student Services Staff;Director, Instructional Division;

Dean or President;, SGA

Rate each statement by placing numbers 1 to 5 or 0 if not observed.
I-Poor; 2-Fair; 3-Average; 4-Good; 5-Excellent; 0-Not Observed

This administrator...

1. Seems to be well prepared for his assignment.
2. Seems to like hid work.

Compares favorably in use of administrative skills with
others with whom I have worked.

4. Displays positive leadership qualities,
5. Is tolerant of the opinions of others.
6. Carefully follows the procedures as outlined in the Manuals.
7. Is a pleasure to work with.
8. Can be depended upon to do the job.
9. Requires reports and meetings as necessary for the

administrative needs of the school,.
"10;. Maintains close contact with the faculty appropriate to

his role.
11. Makes me feel free to seek information or otherassistance

from him.

12. Seems to.weld the staff into a unity with well-defined goals.
13. Uses democratic procedures.
14. Seems to employ capable Personnel.
15. Makes reasonable efforts to retain personnel.
16. Seems to welcome additional responsibilities. g

17. Compliments and thanks subordinates appropriately and
sincerely.

18. Does not, display unwarranted favoritism to some subordinates.
19. Is just and considerate in criticizing subordinates.
20. Counsels and evaluates subordinates when necessary.
21. Is just, in discharging subordinates,P,if necessary.
22. Contributes to positive staff morale within his area of

responsibility.
23. Contributes to the pdrposes and plans of the organization

which he serves.
24. Supports those who work with him when h: should.
25. Has an effective ability to'speak.
26 Has an effective ability ta write.'
27. Is neat and well-groomed.
28. Is considerate of the work loads and time of others.
29. Clearly delines what he expects of his subordinates.
30. Mya be entrusted with confidential information..

2



STAFF DEVELOPMENT AT A LARGE INSTITUTION'

Muriel Vollum
North Carolina

At Central Piedmont Community College the staff development
activities are decentralized, with each major area (college transfer,
etc.) determining its own staff development efforts. Therefore, in
my position as Director of Educational Development, I do not have
responsibility for college-wide staff development like many of you,
rather I plan and conduct those in-service activities that relate to
instructional development. I have=been asked to take about some of
our in-serVice staff development and, particularly, to include a des-

cription of the "smorgasbord" wo kshop I conducted at one of ohr
fall faculty conferences

SMORGASBORD WORKSHOP

Our fall faculty-conference two years ago included a series of
'optional activities from which the fatdlty could select whatever com7
bination suited their interests. I was asked to plan some type of
workshop either on behavioral objectives 4pr-individualized instruction.
The participants would be,available for Abont 80 minutes;° I was to
repeat the workshop five times to accommodate everycine in the space ,

available. I was Working with faculty members who ranged from knowing
almost nothing about objectives or the "how-to" of individualized
instruction to some who had done considerable development work and
knew what behavioral'objectives and individualized instruction were
about.

I cOncluded that with.these constraintse my best solution was
to "practie what,I pteached".and set up a. workshop that would lend
itself botli.to self-pacing and to individualized, self-prescription
so that thOse coming in could do what they wanted to, when they
wanted to, and.forl whatever length of-time they wanted to. By con-

verting a larg.6 office into_ a pmall "theatre"; utilizing the dial
access carrela in the hall outside; and seeting up an adjacent class-

room with several slide projectors, filmstrip projectors,,and a
reading area,'I was able to offer a variety of both print and non-
print resourcesV each organized into one pf seven -categories of
interest and.innotatedin the handout the staff received when they
arrived. The cover sheet of the handout was as follows:

1in James O. ,Hammons (Ed.), Procee in The onference oh Ques-'

-tions and issues in. PlannlEgbSomy.2L,L,Colle t_Pro-

gTADal July_173, 1974. University Park, Pa.: Center for the StUTof
Higher Education, The Pennsylvania:State University, June, 1975.
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Smorgasbord Workshop

Welcome to "A Smorgasbord Approach to Individualized
Instructiorr!" While you are waiting for the workshOp co

yoU may wanE to start looking over this "menu" so
that you can decide what activity or activities yäu'd like
to spend your time on. You can just try am appetizer and
leave early, have a whole meal and stay until the end of
this seasion, or--if you don't have enough time teAo every-
thing you want to do--come back for a second helping at any
later session for which tickets are still available.

,This is.a self-instructional workshop with a variety
of possible activities:

A Sy tematic Approach or Individualized instruction
in General

Behavioral Objectives
'Objectives Dealing with Att: udes (Affectiv
Use of Media
Learning Strategies
Evaluation
Revision Process
How to Prepare Self-Instructional Materials

Each subject category in the handbook offered a variety of
activities similar to this sample from the offerings related to
behavioral objectives:

Behavioral Objectives

Room 126 See slide' ape "Instructional Objeetivas" (Insgroup)
program gart 1 conCentrates on objectives

'for the classroom, Part 2-shows
how these relate to the organi-
zation'S objectives. This:is
probablyxlne of the best ways you ,

could spend your time if your
interest lies in this area and you
feel you are not an expert, yet.
(40 min. for"both parts; inter-
mission after Part I.)

Hall_ay Work through "A Programmed Lesson in Objectives
Writing" (Chapter .3); a quick,
easy way to get the fundamentals
if.you are a baginner.' i'ou may-
work-right in this bookand takR
it with you.

Self-instructional,booklet,
"Instructional_ gnds" by Renee
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Wescott. Good bagic foundation
(28 pages ).-

Mager's little book "Preparing
instructional Objectives"; the bible
on objectives! it's programmed,
quick to go through, and gives you
the beaics.

Booth 8 Listen to "Instructional Objectives"
(Holda, cassette cassette. Side 1 explains what a-

'2-3) behavioral,objective is, where
they come'from, and why they are
uaeful. Side 2 deals with argu-
ments against 'Objectives.

Hallway Read Small book, Stating Behavioral
Objectives for Claasroom 7nbtruc-
tion" by Norman Gronfund.
Practical, quick, easy.

Rc

!boom 112

Article, "Probing the Validity of
Arguments against,Behayioral
Objectivee.", if you're bothered
by the whole business of objectives,
this may answer some of your doubts
-(or give you some new arguments you
hadn't even.thought of!) You may
take a copy if you like.

Booklet "Instructional Objectives"
by fiarty and Monroe. This self-
instrucekonal booklet accompanies
the Inegroup film program but is
intended for thosewho want more
advanced principles and more depth.

Work through "Analzing Learning Outcomes"
filmstrip/tape (Vincent) deals with prerequisite,
program subtasks or en route objectives

and terminal objectives and pro-
vides practice in sequencingrhese.
(Be sure yoU have accompanying ,

worksheet.)

See examples
(browsing
table)

Four-volume set by subject area,
published by Westinghouse (divided
by primary, intermediate and
secondary, but many still useful
for community college).
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Subject booklets published by
Instructional Objectives Exahange,
much more specific than Westing-
house, with sample test items
included.

Examples-of objectives in the
various courses displayed.

The participants then could determine from the handout-which
activity or activities they wanted to select and:whet_er they wanted
to concentrate op one area or exPlore several within the time avail-
able. Some returned for more than one session so th y could pursue
several octivities. The workshop proved to be very successful and
the faculty seemed to find it a refreshing.change fr_mthe structured
"all-do-the-same-thing" approach which they had exp cted.

The result of this.smorgasbord workshop has been to extend the
basic concept of that activity to a permanent site/in the LRC where
faculty can come At any time on their own and use variety of'self-
instructional resources related to instructional improvement. We
have designated a Corner of the LRC library area as the TLC; which
stands for Teaching-Learning Corner, where we havieorganized the pro-
fessional library books from the library collect on; a wide variety
of cassettes, filmstrips, slide/tape programs, e-c; and samples-of
modules of programs in.as wide a variety of cour es as we can collect.
We maintain an annotated description of all the- .esource materials in
the TLC With enough copies for any faculty persol__ who desires.one.
On the bulletin board we maintain notices of conferences, copies of
interesting articles, newsletters, etc. There a[re easy chairs for
reZding and a lArge work table, with two lsten4ig tables nearby
that wiltLqccommodate 20 earphones. We also, use the area for small
informal ih-service activities:which we hold app-oximately every
three weeks. These sessions last for an hour and range over many
subjects. Some of the titles-from/this past year\s listings are:
The Use and Preparation of Transparencies,. Our Han icapped: Impli-
cations for Instruction, Student Feedback: How to. Get It and What
to Do with It, Coping with Reading Problems, The Ca ?us Without
Tehalls Umicept "and Use of Our Computer for,Testing.

-OPEN-LAB RKSHOP: PREPARATION OF SELF-INSTRUCTIO_AL MATERIALS

We util zed the week of registration and -preparat on between
quarters for conducting an open-lab type 'workshop on "-_he Prepara ion
of Self-instructionAl Materials." The workshop opened n Monday ith
a one-hour session at which time we laid the,foundation by defini g

262
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individualized.instruction in a live presentation with transparencies
(This proved to be one uf the most productive aspects of the work-
shop), presented the rationale behind it in a slide/tape.presentation,
explained the open-lab procedures for the workshop, and distributed
the first.unit of the self-paced, materials we were using for teadhing
the techniques of a "systematic approach.", .Each participant developed
a module throughout the course of Khe week, working at-his own.pace
either in the workshop room or at place of his choice The room
was staffed continuously for individual help, and coffee and donuts
were available in the room Additional optional activities were
posted for each day (films, discussions, etc.), bUt we found that
only a lew participants found the time to go beyond the basics of
working through the units and developing their own module. The group
met as a whole for two additional large group sessions; the rest of
the time they worked on their own or with peers or staff consultants.
Although the week was a busy one for faculty, they worked very hard
and enthusiastically and evaluated the workshop very positively.
One Of the most valuable aspects of the week was faculty exPerience
in self-pacing as learners. Many commented that had the workshop not
been organized in the fashion it was, they would not have been able
to juggle registration, department meetings, etc., and.simultaneously
participate in this in-service activity.. Probably the greatest.weak-
ness in the workshop was that we assumed too much in the first,
session and failed.to do adequate orientation to the workshop as a
self-pace(4 open lab activity.- While we mere able to correct this
quickly, I recommend that anyone conducting this type of workshop for
the first time allow plenty of time for orientation and directions
to make sure that everyone understands what they will be doing and
how.. We.have learned that teachers as learners are really"not very,
different from our students as learners--they need and deserve the
same consideration, guidance, and careful directions!

QUARTER-LONG COURSE IN EFFECTIVE COMMUNITY COLLEGE TEACHING

The most extensive in-service activity we have undertakenwas a'

quarter-long course conducted Ois past quarter entitleg "Effective
Community College Teaching." The-courge-tonsiat-id of 10 week* meet-
ings and was designed,both to provide an opportunity for diacussing
issues and developing positive attitudes toward such concepts- as the
open door policy,/ systematicapproach, etc., as well as to-assist in
development of skills for effective teaching. Each participantiin
the course was given a personal copy, of the book, "Toward Instructional
Accountability" coauthored by Barton Herrscher and John Roueche.
Five of the classes were focused on the following topicswith appro-
priate readings from the book assigned for each: (1) rationale for
change, (2) innovative instruction, (3) the concept of learning for
mastery, (4) special learning needs of the community college student,
and (5) evaluation of student learn ng and instructional programs.
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Eft% Herrscher participated in,five sessions in which each: topic
was dealt with in informal discussion. The additional five classes
were devoted to such topics as evaluationand testing, affective
objectives, use of oVerhead projector, and systematic approach
utilizing a variety of activities including small group work, optional
discussiongroups, and hands-on experience. Each participant was
provided withs list of suggested4tional'activities arranged by
categeries and annotated, and urged to prescribe their own program
in ,consultation with the staff to accOmmodate their widely varying
degrees of background knowledge. Again we found that the competing
demands on the time of a.faculty peraon made it unlikely for them to
find the time and self-discipline necessary to go beyond the minimum
in a noncredit course.

In addition to these activities, those persons who had not
already beeh through a workshop en the systematic approach were given
the self-instructional materials used in the "between-quarters" work-
shop and encouraged to develop a module of their choice. Several
faculty members completed this on-a self-paced Schedule with indi-
vidualizedhelpim the staff. Again,,we found that.one pf the
real values of this type of in-service activity is the learning the
faculty person experiences when cast-often for .the first time--in
the-role-of a learner-in a nontraditional environment. Many commented
on this; aand one instructor, as part of the anonymous eyaluation of
the course, wrote:

-The course has been very helpful'so far. It is evident that
you and your staff have devoted a great-deal of-thought and
energy to make it,pertinent. My problem,I think, is that
I.have not learned how to "take'a course that has no negative
motivators such as recitations, tests, etc.- The absence of
such prods-encourages me to procrastinate in the readings,
for example. This is-beneficial becaUse it is helping me
understand my students' point of view toward what they may
see as an unstructured learning situation.

This past year we asked for yolunteers from the-faculty to serve
as an advisory committee to educational development,- particularly to
work with us on planning and-evaluating in-service activities. A

good'representation from a variety,of departments responded and we
,are about to form a new committee for the coming year. We hope we
oan involve this new committee even more actively so that they, assist
in many of our staff development efforts, thereby-beer utilizing .
the expertise that many of our faculty now have and Can share with
their peers.



THE PREPALJION OF TWO-YEAR COLLEGE TECHNICAL
INSTRUCTORS AT THE UNIVERSITY OF AKRON

Michael N. Sugarman
John Charles

Ohio

The recent and rapid development and growth of two-year colleges
in the form of community colleges, technical institutes, technical

colleges, state general and technical colleges, university branches,
and university community -and technical colleges, with a multitude of
technical educarioncurriculum and courses, has created a critical'
shortage of properly trained technical education instructors.

The present source for technical education instructors covers a
wide spectrum. These sources range from highly qualified and experi-
enced professionar and technical personnel in industry, commerce,
engineering, and nursing to those who'have:received their training:in
professional education ih the areas of business education, vocational
education, and industrial education. A significant number of retired
armed forces technicians and public service (law enforcement, etc.)
Personnel have also been recruited. Very few instructors have ;been
specifically prepared for teaching careers in post-secondary technical

education. The University of Akron is the -onlyinstitution in Ohio
Presently engaged in a specific program for training qualified
technical education instructors.

/
The educational preparation and the attainment of the post-

seCondary instructor spans a wide range and cannot be generalized

at a specific level.

It ia generally recognized that the educational standards for
the employment of the- technical education faculty dtffers from that

of the academic faculty. Thia is frequently dependent upon the .

supply and demand of the marketplace and the belief that occupational
experience is ,usually of greater value to the technical instructor
thantlie attainment of'a maste 's degree in a distantly related area.
Graduate programs in many techi_ical specialties are simply nonexistent..

THE MODELS

It is possible to hypothesize several variations of models for

the preparaticin of techniCal instructors. The ongoing Bachelor of

Science and Master of Science programs in Technical Xducation .at
The University, of Akron are but one example' of an existing model.
Unfortunately, four or five years of full-time education is not

;
necessarily the most practical model to meet the immediate state-wide
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faculty and staff needs of Ohio's 52 two-year campuses which offer
prograts of technical education. Last year alone, technical college
enrollments grew approximately 25 percent. The.demand for an
increasing number of well prepared instructors is obvious.

Priority Vi of the Ohio State Plan of Action for 197273 Voca-
tional Education Petsonnel Development was the basis for the develop-.
ment of this project. Priority Vi reads as follows: "To identify,
develop, test, and recommend for State adoption an innovative model
for preparing instructors for technical,education programs in
technicalinstitutesby July 1, 1973." .

-The'University of Akron, with well established 'undergraduate
and graduate degree programs in technical sducation teaching was
selected.to develop a short-term:teacher education model.

The overall objective of this proposal waS the development of a
model for technical education teacher training, a demonstration of
that model over a 'period of approximately one yearfor thirty new
technical education instructors, and the evaluation of the.model.

MAJOR COMPONENTS

Phase I: The Development and conduct of an intensive three week
pre-service institutd fr thirty newly employed or first year tech-
nical education instructors from the northeastern regions of Ohio.

GENERAL OBJECTIVES

.1. To understand the role of the two-year college and, technical
institilte as an institution; history, status, philosophy,
and organization.

To understand the characteristics and needs of the o-year
college and techn cal institute student.

Tdunderstand the role, problems, and needs of the faculty
in the two-year college and'technical -institute.

To understand the various curricular components of the o-
year -college and technical institute.

To develop skill In the utilization of teaching methodolOgy
and educational technology.

Phase II: Theq:levelopment and conduct Of two weekend follow-up'
seminars for the purpose of in-service teacher education for institute
participants.,

266
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GENERAL OBJECTIVES

To identify and treat common problems of new ins uc_ors.

2.- To increase teacher effectiveness in the classroom.

3. To evaluate the participants of Phase 1, evaluate their
progress, and provide follow-up instruction as needed,

during the weekend-seminars.

PROCEDURES

This project provided the opportunity for repreSentative per-
sonnel (new instructors) from many two-year instituticine in. Ohio to-

share, a common experience. Selected staff from-both the State Edu-
cation Department and the. Ohio Board of Regents participated in. the

institute. Lecturers were selected froM several major universities
as well as from within The University of Akron. The model developed
as a result of this project was disseminated'widely to other insti-
tution6 and all states.

THE PROGRAM

Phase ,1 was conducted at The University of Akron, Akron, Ohio.
This was an intensive three week program for newly employed teehnical
educatidn instructors in post-Secondary institutions.

_-

Students enrolled for atotal of six hours of credit for the

institute. There was no charge for tuition

'The morning sessions met from 9:00 to 12 noon each day for formal
presentations, lectures, and discussions,- while the afternoon sessions
met from 1:00 to 3:00 p.m. each day for laboratory/activities involving

micro-teaching, curriculum development, the preparatim of instructional
materials, and experience in the utilization of audio-visual equipment.

Late afternoon and evening hours were unscheduled so that the

participants would be free to utilize the extensive facilities of the

librarY and other resources of the University.

Phase Il consisted of two weekend seminars for the participants
of the institute.- The first seminar was scheduled during the Fall

quarter, while the second,seminar was scheduled during the Spring

quarter. Specific activities were .developed as needs of the partici-

pants were identif ed. Each seminar included ten contact hours in

instruction.-
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FIELrrEXPERIENCE

Field experience as such was conducted-at the institution at
which the'partioipant was employed. Tbe Participant was supervised
by the Dean of. instruction :and by his Department Chairman or other
appropriate ,institutional personnel. Evaluations were submi-ted to

, the Institute staff by theAmrticipant's supervisca%

TECHNICAL EDUCATION INSTITUTE - Phase I - Three Week Pr ram

1. The Two-Year College and Technical Institute

A. ,Place in education, history, gro th, and development

H. Two-year collegs and technical institutes in Ohio

C. The philosophy, role, and mission of o-year institutions

D. Organization and administration

2. ,-Characteris ics -of Two-Year College, and Technical Institute
Student

A. Wby he attends

B. Who is he?

C. Special needs

D. Disadvantaged students

Student Personnel Services in the Two-Year College and
Technicaljnstitutes &

A. Counseling'services

Student activities

C. Placement and follow-up

Characteristics of Two-Year College and Technical Institute
Faculty-

A. Why he teaches in the two-year institu ion

B. Who is he?

C. Problems and concerns of new teachers
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5, Professional Concerns

A. Evaluation of teachers

Ethics in the class opm and on the campus

PrefessiOnal associations

Legal responsibility

Curriculum

Instructional programa in two-year colleges and technical
institutes

Current develop ents

C. The role of advisory commi_ ees

7. Teachin- and Learning

A. Instructional systems

B. Teaching by objectives

C. Instrictional methods

D. Instructional materials

E. ,Instructional technology

F. Evaluation and testing

Skill Development

Afternoon-Sessions were devoted to micro-teaching, the uae of
A-V hardware, the preparation of Instructional materials, and
curriculim development.

PARTICIPANTS

The institute was limited to.thirty.participanta. The partici-
pants were nominated bY their employing institutions. The institute
.was designed for newly employed and first year instructors of
technical education from the two-year colleges and technical insti-
tutes of Ohio. Firet preference was given.to instructors teaching
in approved prOgrams (programs aPproved and funded by the Division
of Vocational Education). Final selection'was made by the
institute staff..

2 6
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Participants were expected, to attend Phase I at the University
of Akron, to attend two weekend seminars during the academic year,

.

and to, participate in the evaluation of their experience.

CRITERIA FOR ELIGIBILITY OF PARTICIPANTS

The participants-were expected to be eligible for employment in
a post-secondary institution in Ohio to teachvin one or more areas
of technical-education. The participants were nominated by their-
employing institution, therefore, Conditions-of work experience and
educational background, in effect were determined; by the employing
institution.

Participan s enrolling for academic-Credit were expected to
meet the-requirements of the University of Akron.

INVOLVEMENT

The institute staff developed the voposal only after careful
consideration of the recommendations'of the Division of Vocatlonal
Education, the Ohio Board of Regents, a statewide advisory committee
representing technical education in Ohio, and several consultants.

ASSESSMENT AND EVALUATION

(1) Assessment and evaluation, activities were incorporated into
the institute. The participants were expected to assesi each days
activities on a day-to-day-basis so that the.staff could immediately
correct any deficiency in the content provided during Phase I.

The immediate supprvisorof each participant was expected to
complete an evaluation at the end of the project..

Tffe participants were also expected to evaluate the institute
at its conclusion.

(2) The extent to which the stated objectives had been achieved
were evaltiated by the participants, their employers, and the institute
staff. Evidence was to be assessed.through micro7teaching, classroom
evaluation by supervisors, and self-evaluation of the participants,
'and-the degree to which the following Outcomes had been achieved:

A. Thirty inst uctors prepared to teach technical education
at the post-secondary level.

A final report containing an evaluation of the project and .

a model for technical teacher education.

A monograph or guide on "Teaching in Technical Education"
for new technical instructors. .
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(3) The above factors were fully assessed as the staff developed
a model for technical education teacher education.

The evaluation of the model by the participants, their super-
visors, an outside consultant, and the Institute staff indicates that
the model developed aS part of this 'project, (with !light Modifi
cation) if- expanded and repeated, could go a long way toward meeting
-the immediate-demand for qualified instructors in Ohio.

The folloWing topics of instruction were supplemented with
laboratory experiences in the preparation of instructional materials
and practice in micro-teaching skills:

1. The learning needs of the disadvantagedstudent

2. An int oduction to vocational and technical needs

3. Adult learning applied to the two-year college

4, Individualizing instruction

5, Instructional system

6. Teaching by using, behavioral abjectly

7. Teaching strategies and methods

8. Characteristics of the middle level working technician

9., Characteristics of the two-year-college

10. Characteristics of the two-year college facu ty

11. Professional education associations

14. Micro-teaching

13. Vistial instruction

14. The Ohio Association of Two-Year Colle es

15. Two-year colleges in Ohio

16. Problems, issues and recent developments in technical
education

17. Legal responsibilities of instruators and professional
ethics on campus

18. Planning for instruction and curriculum development

271
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19. student personnel services'

20. The instructor as a counselor

21. Testing, evaluation and grading

22% Administrators view of-faculty and their evaluation
of fP,culty

Considerable advance planning is critical to the success of the
model. Since new instructors are frequently not employed until
late in the sumMer (or the week that classes begin) it would seem
that sevpral different models are really needed: 1) a pre-service
and in-service model for new instructors hired by early summer
(similar to the present model); 2) an in-service model developed
for_pey instructors employed too late to attend,the pre-service
piogram; 3) an in-service model for present instructors:who have
not been prepared in professional education; 4) a longtermfmodel
designed to prepare' instructors through a.regular fouryear college
tacher education program -designed for this, purpose;-5) an advanced
Undergraduateor graduate model to up date experienced instructors.

As judged by'the supervisors of the participants ot the present
model, the-model was of benefit to all participants. All instructors
were rated as "equal to" or "better than".Most instructors (59%
"better").

-Most participants Would recommend a three week session for Phase-
I of the model and feelthat the number of topics and-speakers
should be limited to prbvide the opportunity or extended partici-
pant interact'on. Micr4-teaching was perceived to be of much value
.to.the partic: 'ants. The model was perceived ps having value by all
participants 1% "much Value").

en askec to consider variations in the model; the participants
favore the plesent mix of institutions, technology fielda and
geogra ic areas.

Future models should consider the recoMmenda_ ons of the pa
pants that:

The ins ittite shoul4 provide consultant servicest throughout
ihe year by phone and mail (84%).

The institute should provide a visiting professor in the
field (84%).

The institute should provide short seminars at 61e
participant's college (78%).

4. An advanced institute should be planned for thei present
participants (94%).
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Many participants felt that, administrators of post-secondary

technical education also would greatly benefit through-participation

in a Variation of the model (this suggestion was volunteered by" the

participants).
1

\

Wine-the present'model seems to be more than adequate for the

purpose for-which it was designed, the staff recommends additional
experiMentetion and evaluation incorporating the above suggestions.
The staff dlso recommends that serious ecasideration be given to the

long range development and evaluation of a performance based

instructional model designel specifically for post-secondary technical

education :instruction. The complete report,has been published by.

ERIC as publication ED 085 502.

THE DEGREE MODEL

The associate degree graduate may continue his education through

two distinct routes at The University of Akron. .The student has a

choice of the Bachelor of Technology program offered through the
Community and.Technical College or the 'Bachelor of Science in

Technical Education offered through the College of,Education,
Graduates from either one of these programs may then continue on to
earn a Master of Science in:Technical Education in the College o-

Education (See Figure 1).

The. Bachelor of Science in TechnicalEducation .(B.S.T.E.) was
developed to prepare occupational education instruetora for'post-
secondary institutions, two-year colleges, technical institutes,

and industry. Some graduates have also found teaching positions in

police training academies, hospital schools of nursing, occupational

therapy training programs, and industrial training.programs.

The program leading toward the Bachelor:of Science. in Technical

Education is designed to admit the associate degree technical
graduate from any Aceredited,two-year college in the broad technology
areas of allied health, public_ service, home economics, agriculture,

business, and industrial and engineering technologies without loss

of academiercredit

The R.S.T.E. is/deSigned around a technjcal content of 76-89

quarter hours of ,individually prog5ammed. technology related courses,

52-65 hours of ,general studies, 29 hours of professional education

designed to prepare the student to teach at the two-year college

level, 16 hoUrs of electives; and 6 hours of related occupational

experience (See ftgure 2).

InCluded within the professional education component is a block

'hours of student teaching and a seminar iR which the student

has the opportunity to function as "an assistant to the professor"

in a two-year college or technical institute.
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. Another-highly successful program is the Master of Science, in
Technical Educktion in which the technical graduate student may--
prepare.for a two-year coliege,pcpltion in curriculum and super7
vision, guidance, or as a,master teacher in one of the,technicaZ
subject matter areas (See Figure, 3).

1.
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Tquireituts for the Bachelor of Science -Ln Technical Education

A. General StudLes Requiremo (52-65 qrr. hours*)
English Composition 8 qtr. hrn.
Effective Speaking 4 qtr. hrs.
Institutions in the U. S. 9 qtr. hrs.
Physical Educatilon 2 qtr. hrs.
Types of LiteratUre 4 qtr. hrs.
Eastern Civilizations 6 qtr. hrs.
Western Cultural TraditIons 12 qtr. hrs.
Senior Seminar 2 qtr. hrs.
General Psychology 5 qtr. hrs.
MathematIrs 4 qtr. hr!-,.

Science 9 qtr. hrs.

B. Technical Content Re uirements (76-89 qtr. hours )

The technical content courses are defined as courses in 'the tech-p
nical specialty and those related courses in mathematics, physical
science, and related technical science. The specific courses
required in the various technologies will be determined coopera-
tively between the College of Ediication and the Community and
Technical College.

P.rofesSional Requirements (29 qtr. hours)
Human Development and Learning 4 qtr. hrs.
Postsecondary Technical Education 3 qtr. hrs.
Instructional Technique's in

Technical_ Educatior 5 qtr. Firs
Construction in Technical

Education 3 qtr. hrs.
'Problemq in Educa ion 4 qtr. hrs.
Student:reaching 6 qtr. hrs.
Seminar in Student Teaching 2 qtr. hrs.
Elective in Education 2-4 qtr. hrs.

D. Occu-a_ ona E nte (6 qtr. hours)
Occupational Emplo- -nt Experience

and Semina 2-6 qtr. hrs.

E. Electives (16 qtr. ho rs)
These hours may support the student's technical field of speciali-
zation, add to the student's general education, or professional
education courses.
TOTAL:, 192 credits

*Since most technical education programs far exceed the general studies
requirement of 13 quarter hours, math and science related to the
technology is substituted. Howeyer, jf the technological program does
not Include courses in these areas, the general studies courses are
required.

Figure 2
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RE(UtREt[ENTS FOR TUE DEGREE OF MASTER IF SCIENCE
IN TECHNICAL EDUCATION

A. Core Courses
Philosophies of Education
Behavioral Bases of Education
Techniquesof Research

13 credits
4

4

5

B. Protegslonal Technical Education 11 credits

Postsecondary Technical Education
Instructional Techniques in Technical Education 5

Course Construction in Technical Education 3

Field of SpeialIzut ion (One option is selected) 13-14 credits

1. Teaching_Oation: An approved schedule of technical courses
selected from the offerings of The Graduate School. Course

selections will be determined on the basis of the student's

academic and professional background. Application required.

Guidance Opti n A (Must be followed fn sequence) 17 credits

The Interview 3

Counseling: Theory and,Philosophj 3

Techniques of Counseling 3

Group Counseling 3

Practicum in Counseling

Guidance Option B (no sequ nce) 14 credi-

The Interview 3

Career Guidance: Theory and Practice 4

Student Personnel Services in Higher Education 3

Evaluation and Diagnosis of Learning Problems 4

4. 'Curriculum and_Supervision Option 14 crodlts

Principles of Educational Supervision 5

Principles of Curriculum_DeVelopment 4

Elective in Curriculum (5'Supervision 5

5. Home Economic (See GradUate Bulletin)

D. Teaching_Internship: Students that enter the program without
teaching experience are requirecrto take a teaching internship

at a cooperating two-year institution.
Internship Teaching Application required. / 4 credits

E. Eleotive: These hours may support the student's field of
specialization or add to the student's general ed., or pro-
fessional ed. courses . . . . . . .. . . . 5-10 ered

,

TOTAL . 48 credits

Comprehensive examination required. No thesis.

Figure 3
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A STAFF DEVELOIMENT PRO, _AM
DEVELOPED BY TUE WILLIAMSPORT AREA C OMMUNT TY CO LEGE

E6 nil A. Watters, III
Pennsylvania

To resolve deficiencies and encourage the growth of a strong
staff development program at WACC the following recommendations have
been made by members of the Staff Developmcni-Committee. Some may

lenethomselyes to Immediate implementation, some may not.

Responsibility/
Primary

COLLEGE WIDE

Primary responsibility for profess -mal staff
development should become part of tho job des-
criptions of the Doans of Postsecondary and
Secondary instruct'ional and Student Services.
The rationale behind this statement is that all
faculty will he involved in developtunt programs.
The Assistant to the President fer Employee
Relations should assume prImary responsibility
for the classified staff only.

Responsib 1 tv/ Secondary responsibility should be assumed by the

Secondary Staff Development Committee and the Assistant to
the President for Research and Development. This

Committee can present program proposals and
assist in the planning, implementation, and
evaluation process.

ContinuiLg
Current
Activit

lA 'Volunteer._
, Workshops

recommended that current provisions tor
staff development eit er by Board policy or con-
tract be continued-. gotiated contract,Y

The College PresIdent should designate responsi-
bility for programs for cos and administra

SKILLS AND INSTRUCTIONAL TiCHNIQUES

As questionnaire response id ntified several areas
in which the staff express= I interest, the f Hew-
ing appronch,to in-service work allows for a broad
range .of topics. A team of full-time "internal
consultants" selected by the Deans should work with
those assigned responsibility for staff development
to design modular workshops for the staff. This
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project should he organized during a sum-- r and
the internal consul tan ts sho(1ld be compensated'
for their work. The modules can be divided into
ten pods (the Miami-Dade approach) offering a
choice of staff development subjects. These pods
might Involve .a .commiLment of six to ten hours
for study, demonstrations, and discussion. Based
on expressed .deficfoncies, topics might include
curriculum development, instructional techniques,

f-ing of behavioral objectives, community
college policy, goals, and objectives, cooperative

ort between the College nd the area ft serves,
-ff may select

those pods most beneficial and ret ev3nt to their
needs. Tho Committee decided that the wor
should he voluncarvi After the first exper
with them and after evaluatiob, it may be appro-
priate to offer in-house credit applicable to the

int system for ono module of work; one module
might consist of three pods. These workshops fend
themselves to various schiedui es; they might run orp
1 daY designated in t he calendar for staff dove

HSO learnrng resources, etc.

Respon
Cost;

ility:

,000
and Staff Development

The Coltee shouLd subsidize t ac ulty who would

benefit from Institutes or short coursos. Scwrcos
for such courses miight include General Motors
Training Centers,,.Bendix_Corporation, Caterpillar
Tractor Company, and_ the"Graphic Arts Technical
Foundation. Currently, tiuvel funds rc being
utilize

Responsibilit Deans
Cot: .$5,000 anuually

An apprenticeship program recc)mmencled ror the

first semester of emplvinent. A mascot- instruotor
hin the division wou_d serve as a guide for new
f. He would observe and qffer counsel on such

matters as instructional technique an,d College
policy. -The program should be structured. Master
instructors would be selected based upon specific
requirements. Fun.ctions of the master instructor
would include class'roomohservation, review of
course objectives, and team teaching. it is
further recommended that during the apprentice
semester that bi-weekTy confercnt< be held and
attended by the Dean; divisioW master



ID Trustee
Retreats

1E Administra-
tive

So m

Retreats

instructors and nuw sta ir to assess improvement

and share concerns.

nsibility: Deans and Divis n to

Cos $900

The t rust: ee-administrator retreat should become

an annual program. One area of concern as signi-
fied by the questionnaire responses is the
trustee's concept qf his role. In-service dis-
cussion on governance and representation should
be included In future retreats. New trustees
should be introduced to the College through a
series of pro-service activities.

Responsibility: Pres d f.

Cost: $1,500

Seminars deal tug spucif icalty wi h managemL t
effectiveness and communications should be
designed for administrative personnel. Such

seminars should be prepared and led by consultrin
The cost of the seminars would dep enc. 1 upon con-
suliants' f-es and length of the proram.

Responsibil

Cost.: $500
esident

Professions staff members who have not passed
-ade competency examination should be

encotraged to do so. Those staff members who
require voi=otional certification must acquire
the approprIate certification. Professional
staff members lacking sny dep,ree should be
encouraged to pursue the Associate degree.
further recommended that staff avail themselves .

of the cibhatical , after five'yesrs of set'vice,
to earn a !,:iccalau 42.7aCt c-gree

'ty: Facult and AdminIstrative
Superv ISO

d in ConLract Tuilion Reimburspment

Whenjhe Parkes property has been Properly deeded
snd development of the property is complete, it
will provide an ideal setting for working retreats.
Pie-service programs for new staff might be held

at the site. Volunteer workshops, discussion
raups, administrati seminars--all of

activities might profit from a change of scen- y.

2 8 0
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Cost:
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bility: Mini nistrator ond Staff
Development

$2,000 Annually

INCENTTVES'

2A Moth/at ton Credit should he allowed on the salary point
for system for training programs which do not carry
TrlivrowL g academic credit value. Currently the contract
Technical allows points for credit courses only. Impli-
Skills cations of this recommendation and the deter-

mination of point value should jointly be con-
sidered by management and faculty bargaining teams.

211 Clarifi-
cation of
Faculty
Rank

Responsibility: Ad Hoc Committe
of Point System

Cost: Not Appreciable

Review

To provide motivation for professional staff to
engage in developmental activities, rank should
he made more meaningful--as is appropriate in any
academic community. During the past three years,
promotions have been erretic and minimal. It is
recommended that the Employment, Promotion, and
Tenure Committee research this matter and possibly
review the qualifications. The rank status of
administrative personnel must also be considered.
As the figures indicate on the, table summarizing
rank and degree, there is a disparity in the
number listed in various rank.categories.

Responsibility: FPT Committee and Administrators
Cost: None

2C Faculty M is rucommended that better use be made of
Meetings :acuity meetings. In order to encourage greater

attendance, the College hour should be changeo to
3:30 pm on Tuesdays with an hour and a half block
of time. Possible programs might feature half-
hour presentations concerned with teacher-
oounseling designed by the professional counselors,

presentations and/or demonstrations by
lc,,rning resource personnel, reports by divisions
on on-going developmental programs, f, ;urns dealing

with philosophy and goals of the Community College
presented by the administration. The Staff
Development Committee would assume the responsi-
bility of scheduling and advertising these
presentations.



2D Graduate
Career
Development
Center
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Respon-' iliry: De,ins and Staff Development

Cost: None

To respond to the expressed desire to upgrade
personal, credentials and to solve the problem
of distance and travel time, it is recommended
that an in-service program be offered to provide
opportunities for earning advanced degrees on
this campus. The cooperating'institution will
provide instructors and upon course completion
give resident credits. Simple registration
procedures can be instituted. One possibility
is the use of the computerized courses available
from the Penn State Mobile Unit.

Responsibility: Research nd Development
Cost: ':ut Appreciable

ORIENTATION

3A OrioTiratlon A formal pro-cervice program for new staff for
the 1975-76 year should be held to:New Staff

1. Review philosophy and goals
2. Discuss student profiles
3. Review personnel policies
4. Review contractual matters
5. Tour the campus
6. Review support services
7. To receive an explanation of faculty,

evaluation
8. Discuss College policy affecting acad

concerns
9. Discuss evaluation techniques

10. Discuss policies :affecting field trips,
workshops, conferences
Review administrative responsibilities,
function of Faculty Senate, committee _

12. Learn of division concerns:
a. Instructional materials
b. 'Secretarial service
c. Syllabi
d. Curricular requirements
e. Special problems

. Responsibility: Deans
Cost: $500

_ucture



35 Returning
Staff

iC Pa rt=111n

Staff:

3D Self-Study
Programs
for Pre-
Service

4A Summer
Research
and
Development
Grants

4B Reporting
Professional
Activities
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Convocations should be more closely structured.
College philosophy, goals, and academic policies
should be reviewed. Division should meet to
discuss goals for the year. In some cases,
however, goals might be better set for progr ms,
rather than for divisions.

Responsibility: Deans
Cost: $500

Tt is Curther recommended that pa time st

be involved in orientation programs.

Responsibility: Deans
Cost: $500

To facilitate pre-service activities, it is
recommended that an audio-visual serios be prc
pared offering presentations on special topics
vital to orienting new staff. Such a series
would permit greater flexibility in pre-service
scheduling and would expedite pre-service.for new
staff hired while an academic year is in progress.
Appropriate topics can also be offered to part-
time or substitute .instructors. Some of these
materials could result from the in-service programs
prepared for faculty meetings.

Responsibility: Learning Resource Center
Cost: $2,000

RESEARCH, RENEWAL, AND SELF-DEVELOPMENT

The College will select interested and compe ent
staff members to complete research and prepare
material related to instruction and/or curricular
development. Interested faculty will apply and
be selected based upon the merit of their proposal
and its value to the College.

Responsibility: President
Cost: $2,700 Annually

To extend the benefits of attendance at o f-campus
professional meetings, it is recommended that
participants report to their colleagues within the
division. The report could become part of the
agenda of division meetings.
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Responsibility: Faculty Memb and Administrative
Supervisor

Cost:: Not Aop rec iHhIc

4C Informal As a means of changing attitudes, strengthening
Discussion self-realization, and improving inter-pe'rsonal

CroupS communications, it is recommended that a groun of
representative :;taff meet with each other and/-
outside professional facilitators to discuss
topics related to instruction, curricular, au-.
internal problems; e.g., bridging the gap between
career and academic faculties. Each member of
this group might then lead a-series of discussion
groups on the same topics with other staff members.
It is recommended that an objecttAre third party
is necessary in view of the sensitive nature of
the problems for discussion.

4D Recreation/
Renewal

Responsibility: Deans

Cost: $400

It is recommended that there be wider use of
College facilities for group and personal develop-
ment activities. The physical education facility
and its equi ilent might be made more available
to staff.

Responsibility: Coordinator of Physical Education
Cost: Not Apprectable

4E Travel Travel experiences afford both educational and

Opportunities renewal opportunities. The College should study
possibilities and arrange charter and package
travel plans. These could be offered to the full
College community, including all staff and studen s.

sibility: Assistant Dean of Community
Education

Cost: Not Appreciable

Professional To answer, on a limited scale the need for improve-

Libraries 'ment of instructional skills and for upgrading of
technical skills it is recommended that:duplicated
copies of pertinent articles be sent around the

College. These articles may be "discovered" by
any member of the staff who can direct hem to the

appropriate division director. The dirctor can
circulate copy among the appropriate faculty
meMbers, and maintain a copy within a file to
become part of a professional library. A collect on

of books relevant to a specific discipline for use

'2
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by instructors' I s also rL__mmended for each
division as well as ins
materials.

tional audio-visual:

Responsibility: ivision Direct°
Cost: $200

The College will play an active role in initiating
a staff development program for Pennsylvania
community colleges.

Resp sibility: Deans
Cost: $1,000 Annually

Within each division, one or twc instructors
should gain through in-service preparation con-
ducted by learning resources personnel or outside
consultants, sufficient ability to prepare for
the division an audio-tutorial program. The
materials would become part of a division learning
laboratory and would employ the principles of
competency-based instruction. The aVailability
of these materials would permit more efficient
allowance for academic deficiencies and diversity
of student ability resulting from the open door
policy of admissions. tn addition of these
facilitators, the College should compeR.vte them
for the preparation of each module. An approximate
$150 per module might be a reasonable figure.
Such a project should become a summer's activity
so as, to permit the facilitators ample time.

Responsibility: Deans and Division Directors
Cost: $10,000

Should -the financial climate allow or should there
be available funds through a grant,:, recom-
mended that tbe College employ a Staff Development
Officer.

Qesponsibility: Presid,-,nt

Cost: $18,000

PUBLICATIONS

The Special Assistant to the P esident should issue
a monthly bulletin publicizing staff development
activities conducted by 'various divisions,
activitie&engaged in by individual staff as Well
as notes of more personal nature. This bulletin

2 8
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may be a modns of furthering the integration of
the faculty and should carry information with
morc detail thdu other in-house:bulletins.

Responsibility: Research and Development

Cost: Not Appreciable

For the bone lit of new and re urning staff, data
vital to their f.unctions as part of the College
cometnity Must he updated and published. A

revised Faculty Handbook should be published con-
taining informa:Aon concerning policy, committee
structure, rank requirements, etc. The current
handbook is outdated and of little use to faculty.

Responsibility: Employee Relations and Ad Hoc
Committee

Cost: Not Appr able

For nil areas of developme -administrative,
technical. academ[cit is recommended thaf
potential advantage of programs offered by other
institutions be surveyed and published. Con-
sideration should he given to such schools as
Rochester InstiCnte of Technology, Drexel, Temple,

and Lehigh. A continuing informarional prograb,
published in the monthly bulletin, would be
beneficial to staff.

Responsihi ty: Research and Development
Cost: Not ApprecIable

1 Individual faculty attending Conferences
shops might tape
sessions on topics of
Commercial]
utilized for in-Ser
improvemnt.

or work-
keynote _speeches or discussion

interest to colleagues,.
materials can also be

Responsibili.

ice programs or for self-

Reseilrch and Dvelopment
,Cost 1976: $5 DO

EXCHANGE FOR DEVELOPMENT
1

As part of an ongoing staff development program
,and within limits of available resources,,The
Williamsport Area Community College strongly
supports the establishment. of,a 'variety of faculty
and administration exchange programs with educa-
tional 'institutions, government, and business and
industry within the State of Pennsylvania, the
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United States of America, and with foreign
countries: The program called "Exchange for
Development" aims to strengthen each institution
by providing and sharing specific and appropriat,.=
expertise, training, and operational models.

Responsibility:

COSt:

Dean of Postsecondary instructional
Services

$500 Annually

Individuals or foams should bo encouraged to visit
model.institutions to observe and review a Special
interest area. The currently budgeted $100 for each
instructor is intended primoritv for conference or
professiourl meeting attendance and is inadequate.
It is recommended that the Deans survey their
faculties well in advance of budget prpporat(on to
assess interest _in this activity and to determine
the cost. The decision of scheduling visits and
personnel involved would remain with the Deans.

Responsibility: Dians
Cost: $1,000'Annualiv

A program affording staff the opportunity Co
participate in an exchange pr ,iram in either foreign
schools or iwhools within the aation is recommede'd,

ResponsibilitY: Dean of Postsecondary,
triictiOnal Services

Cost: $500

To permit the College to render service to those
persons wishing to gaih experience in the communft
co11041e and at the same time to gain the benefit
of fresh:ideas and aproaches, it is recommend

;

d,,
that an inte6ship program-be instituted. Both
teaching and iadministrative interns might be
utilized.

Responsibility: Presi.-nt and Deans
Cost: $4,000

Note: Inherent to all of the fcrmai, in-service programs is the:need
for,sound evaluation apparzltus gadge propriety,,and
interest as a means of determinilag subseqUent pro)4rams,.

,
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Two -fol( 1 Purpose or the Oevelument Program

The TEC-wide FSD p .am has a two-fold purpose: first, to pro-

vide those activities designed to improve each employee's kno,41edge,
skills, and proficiency in his or her present position and to prepare
him or her for opportunities for advancement within areas of service
of the State TEC System; and, second, to provide the faculty and
staff with opportunities to develop new and/or upgraded professional
and personal competencies to fulfill the TEC system's commitment to
meet educational, occupational, and cultural needs of the variety of

students as they prepare for occupational and citizenship responsi-
bilitie

rticipTints In the Development Program

The TEC-wide FSD program is designed for both faculty and staff.
Faculty and staff are terms interpreted to include teaching faculty,
administrators, and other noninstructional em-2loyees.such as clerical,
maintenance, janitorial, and auxiliary personnel. Each full-time

employee of the State TEC System, classified or nonclassified, with-
out regard to sex, age, religion, race, color, or national origin,
may participate in the program, subject only to Lestrictions inherent

in specific activities.

3. Activities for D."0-2211D2L

The diverse programs which comprise the State Technical Education
System make it essential that the faculty and staff development pro-

gram be both flexible and comprehensive. Multiple approaches,
therefore, are necessary through diversified, though related, activities
within the common domain of in-service development.

In the FSD program the term activity is chosen to represent a
course of action to achieve a specific objective (outcome). In-

service activities that are separate ieaction, time, and place, but
are of the same kind, type, or purpose are classified in combination,

forming a "Development Activity Unit" (DAU). The DAU general title

covers an over-all, inclusive strategy to actualize a general FSD

object ve.

Eacheneral classification title (DAU),given below covers a
general approach to the specific objectives of the comprehensive FSD

design. The permitted FSD activities for each classification are
listed with brief descriptions of their nature and purpose.

(1) Postseconday Education
Formal courses on campus or off campus, credit or noncredit,
postgraduate or undergraduate, without tuition reimbursement
or with tuition reimbursement in total or in part, pdrsued
independently or as a part Of a curriculum leading to a
degree, diploma, or certificate.

2d
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Formal in-service study envisions first identifying competencies

and expertise needed but lacking, and then offering members of the

faculty and staff opportunity to develop knowledge and skills dirough

off-duty formal study financed by the. FSD funds. This formal study

may be utilized by persons taking courses at a postsecondary insti-
tution within commuting distance, or by the TEC institution estab-

lishing an "On-campus University" by providing instructors for

courses needed by a number of faculty and staff. These courses may

be taken.primarily for upgrading or for upgrading and degree credit,

but in eithe'r case should be chosen to bring a high rate of return

in terms of improved competencies and performance of faculty and

stair,

(2 ) On-campua Short Courses
Short courses to improve skills in instruction, planning,

decision making, task execution, multi-media use, con-

tInuing education courses, with _ or without CEUs.

Short courses on campus may be planned and promoted by divisions,

departments, or areas of service, to provide employees opportunity to

upgrade knowledge and/or skills. On-campus instructors orAnstructors

from other institutions or leaders from business and industry may be

provided through the use of FSD funds. If properly planned and

approved, Continuing Education Units (CEUs) may be awarded for these

short courses.

) On-cam-us Workshois/Semjnars/Conferences/Instjtutcs
Consortia with other insti utions or intra- nstitutional

workshops, etc., on campus, with or without consultants,

with or without CEUs.

On-campus residential workshops etc., can be used ef_ectively as

opportunities for eaculty and staff to stay current in knowledge and

skills in their subject, technical, or service areas, and as oppor-

tunities to participate in activities that will upgrade their atti-

tudes and competencies in developing and using new insights, improved

instructional materials, and innovative teaching or working methods.

Good judgment in scheduling, planning, and follow-up activities

and evaluations are, of course, necessary for effectiveness. Short-

term or long-term consultants may be provided through the use of FSD

funds. Optimum utilization of the consultant's expertise should be

directly related to specific objectives, objectives which are des-

cribed to the consultant prior to his or her Visit. CEUs may be

awarded if the workshops, etc., are properly planned and approved.

(4) Off-cam us Worksho-s/Se .-_ars/Confe ences/Institutes

Consortia with other institutions or inter-institutional
workshops, etc., off cam us, with or without consultants,

with or without CEUs.

290



Priority shull normally be given to on-campus institution-wide

or ip in-service activities. limner, consortia or workshops, ete,,

with other instifutions, especially TEC or similar Institutions,

offer opportunities fot upgrading, articulation of educational Pro-

grams and purposes, and helpful communication. Attendasce at out-

state regional and national workshops may he provided from ESD funds

under limitations, but should be reserved for key personnel who will

make a report to employees in his or her area of nervico ,

(5) Professional Societies

Membership dues and travel.

Each employee it, encouraged to participate in a professional

society rlobely related to his or hot area of service or specialty.

Membership fees and travel expense to attend meetings are allowed

odor specific limitations,

(6) EducationaT

Field trips to TEC and othe

and industry,

titaimS iud Co '0ULUQS$

Field trips inalude visits to other TEl institutions, to comp-

nity colleges, te selected senior colleges and universities, and tc ,

business and industry. Each type of t:ip should include a carefully

prepared pl8n for observation and for postvisit evaluation. The visit

may use peer seminars with TEC personnel or conferences with super-

visors and/or officers in ladostry or business for the exchange of

incarnation and ideas. Visits to other TEC institutioss--in-state

or out-statecan be planned for representatives of one technology

to visit 4 similar technology in another TEl institution

Visits to secondary schools should be considered In the formu-

lation of the institution's program. Such visits, if properly

planned, will facilitate articulation with the secondary, schools in

vocational education service areas and will also promote faculty

and staff development.

(7) FSD Resource Center

Educational supplies and equipment.

The on-campus FSD resource center constitutes an upgrading station

for the exclusive use of faculty and staff. The center should contain

a variety of resources such as selected books and pamphlets for each

area of instruction, audio-visual catalogs and guides, cassettes for

professional training and development, educational, journals, books

8nd guides for planning instructional strategies, and such other

resources deemed necessary. In addition, the center may include

specialized equipment essential to the FSD activities and to inno-

vative instructional application, Equipment purchased from FSD funds

may not duplicate nor replace available equipment nor meet regular

institutional equipment needs,

291
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iducotionnl 14,10

lostsc.AndJry education 0 war k ith business iii industry

Educational lehve, as distinguished from off-day activities, is

intetprered to r,WIA permission LO be absent from work or duty to

pursue an educarieaal objective, The educational objettive may bc

(1) participation in postsecondary courses of study, whether on the

undergraduate or gfaduate bud, nod Cat wOch degm credit is or

is not given, and pursued independently nr as a part of ,1 curriculum

leading to a certificate, dipinart; or degree; or
the educational

objective mny ho (2) participation in an upgradTna
work experience

with business or industry to *nye technological knowledge ,4

SidilS, Educational lovo lia granted oilly :or the actual term of

the activity.

Provisions for educational leave are set forth in the policy

document of thQ State loard for Technical and Comprehensive Education

under the title: "Educational Leave Pregcam for South Carolina

Technical Education System," Informdtion may be okained trom the

ceordinacer. NANIAL, pp, 21-33,)

CRITERIA FOR WICIPATION

Activities in the ND program are selected and approved on the

basis of promise of benefit t6 the State TEl System, its institutions,

and faculty and staff, Therefore the TEC organization, whether insti-

tution or central office, must have professional
staff empowered to

administer and coordinate the schedule 0 activid.es to assure that

both the activity objectives and the FSD criteria are met. Institu-

tional and individual records must be maintained and kePt readily

available for reporting and auditing procedures, The FSD coordi-

nator and the ESL) committee are
specifically charged with the

responsibility 'for leadership aed control of the program.

L. Selection of Participants

In the selection of participants for in-service development

activities the following factors shall be considered:

(I) Length of prior service,

(2) Past performance reviews,

(3) Demonstrated commitment to the objectives of technical-

occupational education,

(4) Need/value of upgrading training for job performance,

(5) Specifically identified need of the institution or the

State TEC System for the upgrading training proposed,

(6) Possible disruption of participant's area of service

during activity, and

(7) Funds available for proposed

292
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Scheduling Off-duty i esActviti

Employees are encouraged to schedule their personal development
activities during off-duty hours if possible, but if this cannot be
done, the employee may request a change of work schedule for the
approved activities. The employer may alter the employee's work
schedule, if so doing will not interfere with the normal, efficient
operation of the employee's duty area

3. FSD_Budaptirig_Limitations

In planning the FSD program and budget, priority shall normally
be given to insLitutionrwide or group in-service activities. In

planning-the FSD budgets of individuals, funds shall be allocated
wideTv and obiective among the faculty and staff.

It must be assumed that the individual will contribute not only
his or her tTme for some activities, but that he or she will con-
tribute both time and money for certain activities of his or her
program. It cannot be assumed that the FSD program can provide
Autficient funds to'cover all the expenditures for individual develop-
ment activities. The funding provisions of the FSD program are
designed to assist the employee in his or her development, but the
primary responsibility is upon the individual to qualify for
increased competence and productivity aad the benefits therefrom.
Limitations, therefore, on individual FSD activity expenditures shall
be enforced at the institutional level and at the atate level, pri-
marily in relation re tuition reimbursement and to out-state t Avel.

(1) Formal Course_s. An employee who takes an approved course
under provisions of off-duty activities may receive reimbursement
for tuition and course related fees, in total or in part, for satis-
factory completion of the course. Satisfactory completion of a
-lourse is interpreted to mean "Bu grade or higher for graduate or
postgraduate study, or 7C" grade or higher for all other study. A i

other expenses, including activity fees, graduation fees, travel,
cost of books and supplies, etc., shall be paid by the employee.
Re-:nbursement for tuition for approved credit courses shall normally
be limP-ed to one course per quarter or semester per individual,
with reimbursement limited to three approved courses (9 semester
hours or 13 1/2 quarter hours) per fiscal year. The amount of reim-
bursement per credit hour shall not exceed the highest rate charged
for equivalent credit by the state-controlled four-year colleges
and universities of South Carolina.

In order to insure that a-reasonable re:0:1m is gained from the
investment of development funds in continuing study, the employee
who leaves the employment of the TEC system shall be required to
make repayment of all amounts paid for reimbursement for courses
completed within the last nine calendar months prior to leaving.
Ordinarilyi repayment will be by deduction from the final com-
pensation payment.
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Travel. Reimbursement for off-duty out-state FSD travel
shall normailvfhe limited to one approved trip per fiscal year.*
State regulatinns relating to travel and subsistence shal] apply to

all FSD travel-:-o t-stato and in-state.

Professional Societles.

each employee who desires member

ship in a professional society shall submit a written request for
approval of membership, naming the society and the amount of dues.
To be reimbursable, the affiliation with the society shall be
personal membership (not inatitutional, political, civic, or social)
and shall be an approved activity of the FSD program for the insti-
tution. Reimbursement for dues', travel expense to attend meetings,
and other expenses related to membership shall be limited to an
amount specifically approved in the annual FSD budget of the insti-
tution. Tho reimbursement for dues in professional societies shall
not exceed $50 per individual within a fiscal year.

02s-19n of the FSD Pro am

The et tee tive operation 0 t the FSD prog _A indl. dual aud

institntional, requires procedures which are clearly understood

and carefully implemented.

(1) 111-2__EILIyillg. Planning is a vital responsibility in

the FSD program. Developing the program has its unique motion ele-
ments moving from one,Level of input to the next and accumulating

information, experience, and understanding. It is for this reason
that individual faculty and staff should be familiar with the FSD

program and how it works--its purposes, its limitations, its pro-

cedures. The effective role of FSD can be assured only by effective
coordination through communication, leadeeship, and broad involve-
ment of faculty and staff. The planning process, therefore, involves
the creation of "a climate" for recognition, respect, and encouragS-
mcnt of development activities.

Program planning, including budgeting, involves the assessment
(audit) of both needs and resources. This process should include
input from both faculty and staff members including knowledgeable
persons who have expertise in collecting, tabulating, and inter-

preting data. In addition, the planning process must include making
an inventory of resources (people, funds, materials, space, equip-
ment) available to meet identified needs.

In order to design a comprehensive FSD program for the institution

it is necessary to obtain, organize, and disseminate in-service
development information to faculty and staff. The FSD program

*The out-state restriction does not apply to group travel in

institutional vehicles when t 21 and subsistence are not charged to

FSD funds, nor to travel covered by restricted-sponsored FSD funds

from gifts and grants.
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should be a sharing experience of both information and acti,on.
Opportunities should be given for individuals to explore the concept
of in-service development in relation to their personal needs and
aspirations and in relation to the needs and purposes of the insti-

tution. It appears, therefore, that institutional workshops or
in-service developmentthe task force approach--are a requisite
for program design ancrimplementation.

(2) Prqgram The preparation of the FSD budget is
a planning and control device in the management of the program--che
planned allocation of funds to meet the planned activities of the
program. The criteria for the allocation of funds are, first, the
needs assessment priorities, and second, the availability of funds.
It is essential that the choice of activitIes with the anticipated
expenditures for them be made with considera ion of the total
financial resources for the entire program.

The FSD policy adopted by the State Board for Technical and
Comprehensive Education makes provision for funds for the program

in this statement.

Each institution of the State TED System in its unitary budget
and plan of operations shall allocate funds for a program of
faculty and staff development. To augment and support this
allocation, the State Board for Technical and Comprehensive
Education shall incorporate within the system budget request
to the State Budget and Control Board adequate funds for faculty
and staff development for the State TEC System. A supplementary
allocation of state funds shall be made to the institutions on
a matching-funds "dollar by dollar" basis whereby the institutions
will receive a supplemental allocation of state funds equal to
the amount allocated to faculty and staff development by the
institutions from normal revenue sources.

FSDPro.osal and FSD R ort Forms. Two sets of for a:re
-

established for use in the operation of the FSD program--the proposal
forms and:the evaluation and report forms-. The complete guidelines
for using the forms are given in the FSD 2-N1JAL. Names and purposes

of these forms have been established. Information and instructions
for understanding and using the forms are given in the operational
guidelines set forth below. A summary description of the forms

follows.

FSD Manual Pro-osal A on Forms. The propo- l application'
forms in order of occurrence are as follows:
FSD-1, Program Proposal Application--consists of. proposal title

page with signatures; followed by the proposal narrative,
FSD-2, Activities--provideS description of' each actiVity under

specific activity titles, and
FSD-3, Estimated Budget Summary--provides breakdown of estimated

FSD revenue and estimated FSD expenditures.



269

USD Evaluation and_ Status Report Forms. The evaluation and

status report forms in order of occurrence are ns follows:

FSD-4, Evaluation and Status Report of Activicies--consists
of institutional evaluation and status:reports of activit ',!s

under specific activity titles,
FSD-5, Budget Summary--provides breakdown exhibit of revenues

received and committed and of experditures made for each and

,all activities, and,
FSD-6, Program Evaluation--provides summary exhibit of status
and institutional evaluation of each and all activities of

FSD program for the year.

Gperational Guidelin

.A correct approach is necessary for satisfactory operation of the

FSD program. Insight and uniformity will be gained after experience,
but certain objective guidelines are inherent in the organizational

nature of the program. .

(1) _plIcILam.Proposal. The purpose of the program proposal is

to assure a comprehensive and viable TEC-wide program of FSD

activities. The institutional proposal is prepared en an annual
basis by the FSD coordinator under the TEC-wide format which is com-

posed of the fixrms FSD-1, FSD-2, and FSD-3. The completed forms are

submitted in duplicate to the FSD coordinator of the TEC system.

FSD-1 Prb osal Title Faze. The FSD-1 program proposal form con-

sists of :he title page with necessary signatures, followed by the

narrative summary of program plena for the year.

IL-072,Ei_m_klication. The FSD-2 form provides description
for either individual activities or unit activities (DAUs). The use

and preparation of the activity application is of utmost importance.

It is mandatorY that each FSD activity be covered fully by an

activity application (FSD-2) made by an indiV1dual for himself or by

a supervisor on behalf of a 'group. The application may be made en

either the standard FSD-2 form or on an in-house form prepared for

institutional use but requiring the essential data. These individual

and group applications must be kept on file for accountability--

records, reports, FSD documentation (audit).

Special attention should,be given to the identification of

"specific need" and "outco.le expected." This requires answers to

certain questions. First, "Why was this particular activity chosen?"

Next, "What outcome (what ability) (or what skills) (or what knowledge)

is expected from this activity?" Asked another way, "What is the

evidence that the objectives have been met?" The applicant(s) should

be able to say, "At the end of this activity I (we) shall be able to

in relation to a need in a functional job area in TEC. These

2 h 3



270

Sta tLmcnts chscr lhi anticipnt res

measuring success and value.

a hisis tor

The FSD-2 activity applications, which accompany the program pro-
posal, must be prepared on the standard FSD2 form and submitted to
the State TEC System FSD coordinator fer action (approval, modification,
or disapproval). This form calls for' adequate activity identification,
purpose, and estimated cost. In most instances, application will be
entitled as a DAU, e.g., postsecondary education, professional
societies, FSD resource center, etc. Consequently very few FSD72
applications will be submitted to the state FSD coordinator, although
the local institution'will have accumulated a number of individual
activity applications compiled to make the DAU.

The information which must he included on each activity appli-
cation individual or DAU) is as follows:

Institution name
Activity. title
Activity date(s)
Activity location--city, state
Number of participants
Name of individual or group
Specific need
Outcome expectedobjectives to be accomplished
Estimated cost (see chart of accounts below)
Signature--applicant, FSD coordinator
Date submitted,-Date approved
Activity narrative (mandatory if DAU)

FSD-3_,_kiclIgfl_Summarv. The FSD-3 form gives a FSD budget Faimmary
of estimated income from normal revenue sources and matching ailo-
cation of state funds and of estimated expenditures for the various
activity applications. The summary lists activities by DAD titles,

_h total estimated Pxpenditures fer each (without breakdowu into
account classification). This budget summary is submitted with the
annual program proposal and serves to govern FSD expenditures during
the fdscal year.

) _Progra_p Repo_rts. The annual FSD program report is composed
of three major divisions, utilizing three forms.

f§,2=4, =IY1t2Lkalua n_and, Status Re ort. A separate report
for each approved activity application (FSD-2) must be made. The

FSD-4 shoulad be tom leted at the time_o_f com-letionof_an activity
he individual he f the reu- of

Pta2nts.
Evaluation criteria are set in the FSD-2 activity application by

Jle individual applicant or by the superyisor of.the group of appli-
cants As the predetermine&measures by which the outcome should be
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judge( the measure to which a given activity accomplishes its end

(outcome iri relation to cost) is the basis of accountability. The

FSD-4 report, therefore, conAists of two parts:

Eunds Data_. Each application for ac ivity approval (FSD-2)

include.; an estimate of expenditures for the activity; each

evaluation and status report (FSD-4) must give the actual

cost of the activity. The compilation of data from individual

activity reports will give the data for a DAU report (FSD-4)

by the FSD coordinator. This data will be reflected in expendi-

tures recorded in the' fiscal year budget summary (FSD-5).

Activit S atus and Eveliation. The status and evaluation

report provides for a detailed report of status and evaluation

of each activity. An adequate narrative must be attached to

the FSD-4 report, giving the evaluation of the activity. The

participant's narrative should document briefly but adequately

the results/outcome of the activity. The institutional narrative

should include data such as list of participants, titles of

courses, names of professional societies, and/or other appro-

priate information. This DAU report: information will he

reflected tn the annual insti utional evaluation of activiti

(FSD-6),

FSD,7=5 Year-end Fiscal Bud et Summary. This document provides

breakdown exhibit o_ funding sources (revenues allocated and

committed) and expenditures made for all activities of the fiscal

year ended on June 30. All expenditures reflected under FSD-5

column des-ignated "Approved (FSD-2)" must be consistent with approved
/

line items on the application for DAU approval (FSD-2) and the

actual expenditures repofted on the DAU evaluation and status report

(FSD-4). This report will also reflect funds budgeted for.

restricted-sponsored FSD activities described in an application

for activity approval.(FSD-2). Restricted-sponsored revenue should

be disclosed to the extent expended during the report period. The

FSD-5 carries DAU titles yith costs for each listed by account

numbers.

FSD-6, Annual Institutional Evaluation of Actiyities This
_

repo'rt provides a summary.exhibit _af status and institutional
evaluation:of each and all activities of the FSD program for the fiscal

year. The report lists all DAUs by title, and provides information

covering activity status, evaluation, and actual costs. The

evaluation criteria are set in a "Key for Institutional Evaluation

of Activities."

. (3) _Use of Forms and Account Numbers. In, making activity

applications and evaluation and status reports, each member of the

faculty and staff should understand and be prepared to use 'the

standard forms and the current FSD chart of accounts, Given on the

following pages are copies of the forms established for use in
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preparing the USD proposal and the IND reports.* Following the
forms aro exhibits of "Development Activity Titles (DAUs)," with
account numbers applicable to each, and a summary statonent covering
"FSD AccountingNumber, Title, Explanation."

The FSD program proposal for the institution is composed of the
FSD-1, the FSD-2 for each DAU, and the FSD-3. Two copies of the
proposal are submitted, on or before July 15, of the fiscal year, to
the state FSD coordinator. After review, one copy will he returned
to the institution FSD coordinator.

The annual FSD report for the institution is composecl,of one
copy of the USD-4 for each DAU, one copy of the 78D-5, and one copy
of tho FSD-6 Thi!,-, report is made to the !tate ',,S0 coordinator on

or before August L5, following the end of the fiscal year-.

The state 'coordinator for the FSD program_will prepare an annual
report, with exhibit by institution. The institutional reports
(FSD-6) will provide ther information for the state TEC System report.

*Blank forms are provided separately to the FSD coordinator for
multiple reproduction as needed. The established forms are to be
used in the institutional FSD proposal and FSD reports.



FSD-6
FACULTY AND STAFF DEVELOPMENT PROGRAM

INSTITUTION

II]ly I, 19 to June 30, 19____

ANNUAL INSTITUTIONAL EVALUATION OF ACTIVITIES

Title and Objectives of Aceivity (DAU)

POSTSECONDARY EDUCATION

Foral courses on campus or off campus, credit

or noncredit, postgraduate or undergraduate

ON-CAMPUS SHORT COURSES

Short courses to improve skills in

instruction, continuing education courses

ON-CAMPUS WORKSHOP/SEMINARS/CONFERENCES/

INSTITUTES

Consortia or intrainstItutional workshops, etc,

OFF-CAMPUS WORKSHOPS/SEMINARS/CONFERENCES/

INSTITUTES

Consortia or interinstitutional workshops, etc,

PROFESSIONAL SOCIETIES

Memberships, does and travel

EDUCATIONAL FIELD TRIPS

Field trips to TEC,and other institutions

and tp business and industry

FSD RESOURCE CENTER ,

Educational supplies apd equipment

EDUCATIONAL LEAVE ,

PostSecondary education or work with

business or industry

Number Status of Success of Value of. , Total

of Activity; Activity: Activity: Cost

Em loyees C, IP, NC Rate 3 to 0 Rate 3 to 0 To-Date_

TOTAL TOTAL COST $

(Note; See Key for institutional Evaluation of Activities)

300

N.)

L.)

3'01
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FACULTY AND STAFF DEVELOPMENT PROGRAM

SOUTH CAROLINA TECHNICAL EDUCATION SYSTEM

KEY FOR INSTITUTIONAL EVALUATION OF ACTIVITIES

(To be used with Exhibit of Annual Program SummarY)

Status of Reported Activity (Check the status activity at date

of report.)

C Activity has been completed. (Completed - C)

Activity is in progress and will be continued. (In

Progress - IP)
Activity never started or started and abandoned.

IP

NC
'(Not Completed - NC)

Success of Reported Activity (Check item which most accurately,

describes the institutional evaluation.)

3 Achieved objective; desired outcome essentially
realized; considered highly successful by
participants.

2 Considered moderately successful;'worth time and
money; outcome considered worthwhile by

participants.
Cannot be evaluated at this time - activity still
in progress; operating according to plan.

0 Not succesSful; WaS planned but abandoned; approach
must be revised if the activity is to be, repeated.

1_7.1112_2L.As_t_izILy (Check item which most accurately describes the

institutional evaluation.)

3- Very valuable; activity highly recommended _or FSD;
well worth cost of time and money.
Marginal yalue, yet worth repeating with better
direction and participntion; worth the cost of ti e

and money.
1 Neutral value - must completely revise approach if

repeated; not worth the cost of time and money.
Not recommended; benefits diSproportionate to costs;
not be repeated.

302



275

DEVELOPMENT ACTIVITY TITLES (D4Us)

In-service development activities that are separate in action but

are of the same kind or type can be classified in combination, forming

a Development Activity Unit (DAU) under one general title - an overall

strategy to actualize a general objective.

POSTSECONDARY EDUCATION
Formal courses on campus or off campus; credit or noncredit, post-

graduate or undergraduate, without tuition reimbursement or with

tuition reimbursement in total or in part, pursued independently

or as a part of a curriculum l'mding to a degree, diploma, or

certificaite.
Tuition Reimbursement
Salaries Paid to Visiting Instructo s

2. ON-CAMPUS SHORT COURSES
Short courses to improve skills in instruction, pla ning, deci ion

4making, task execution, multi-media use, continuing education

courses - With or without CEUs.
Salaries for Visiting Instructors

ON-CAMPUS WORKSHOPS/SEMINARS/CONFERENCES/INSTITUTES
Consortia with,other institutions or intrainstitutional workshops,

etc., p_a_s_mau, with or without consultants, with or witheUt

CEUs.
Educational Consultants - honorlria, t avel and subsistence

Educational Supplies
Registration Fee (if applicable)

OFF-CAMPUS WORKSHOPS/SEMINARS/CONFERENCES/INSTITUTES
Consortia with other instituitons or interinstitutional workshops,

etc off campus, with or without consultants, with or without CEU.

Travel and Subsistence
Registration Fee

5. PROFESSIONAL SOCIETIES
Membership dues and travel.
Membership Dues
Travel and Subsistence

EDUCATIONAL FIELD TRIPS
Field trips to TEC and ot_.

industry.
Travel and Subsist

nst tutions and to business and

7. FSD RESOURCE CENTER
EducJtional supplies and equipment.
Edicational Supplies
Educational Equipment
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EDUCATIONAL LBAVE
Postsecondary education or work with business or industry.
Salaries (Stipend)

FSD ACCOUNTING' - N1JNBERTITLd, EXPLANATION

SALARIES
Salaries of visiting instructors for on-campus courses (not
honoraria for consultants). This account covers also stipend
(salary) for Educational Leave (substitute's salary not allowed
from FSD funds.)

TRAVEL-AND SUBSISTENCE
Authorized institutional travel expense for individual or group
for approved FSD activity and approved in conformity with state
law governing milea_ge and per diem. (Travel expense for attendance
at institutional association meetings or commuting expense for
educational courses or for work experience ie not covered under
FSD.funds.)

EDUCATIONAL CONSULTANTS
Honoraria and other expenses, for consultants - on-campus or off-

\

;campus consortia. Travel for consultants must be charged to this
account.

EDUCATIONAL SUPPLIES
Educational supplies for upgrading station, Faculty and Staff
Resource Center, for use' exclusively for faculty and staff
development, e.g.; professional journals and books, professional
education modules, and cassettes. This account covers also
limited expense for ,duplicated materials fof workshops/seminars/
conferences/institutes, but not costs of personal'books and
supplies, entertainment, "coffee breaks," eti:.

PROFESSIONAL MEMLERSHIPS
Individual membership dues of professional societies (not civ c
nor political organizations). Authorized travel,cost within
limits set by the institution for attendance at meetings of
professional societies.

TUITION REIMBURSEMENT
Tuition for approved postsecondary courses, in total or in part,
and course related fees, if any. (Reimbursement is not allowed
for travel, cost of books and supplies, and incidental fees.),
This account covers also registration application for pff-campus
workshops/seminars/conferences/institutes. Registration fees to
cover incidental expenses for on-campus workshops, etc., whether
in consortia or intrainstitutional may be covered by this account.
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EDUCATIONAL EQUIPMENT
Expense of educational equipment iirestricted exclusively to
purchase for FSD Resource Center. Equipment must be specialized

equipment which is essential to faculty arC staff development

and must be used in an innovative application. It may not

duplicate nor replace available equipment nor meet regular
institutional equipment needs. Special justifieation must
accompany application for purchase approvaL
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FACULTY 'AND STAFF DEVELOPMENT PROGRAM
FLORENCE-DARLINGTON TECHNICAL COLLEGE

INTRODUCTION

1n-service faculty and s aff development has been a_trong
policy at Floxence-Darlington Technical College since the institu-
tion began operati-,ns in 1964. All means and methods available--
within budgeting ii-aitations--for in-service training have been
employed for the -,tofessional development of faculty and staff.
Now, with the initiation of a new TEC-wide program for faculty and
staff development, Florence-Darlington Technical College will be

able to fulfill more appreciably its ever-expariding needs in the

area of professional development for its instructional and adminis-

trative personnel in keeping with budgetary provisions under the

guidelines of the new TEC-wide program.

The program for faculty and staff development at Florence-
Darlington Technical College has two primary goals: (1) to assist

faculty and staff to upgrade the competencies, both personal and

professional, required in their present positions so they may
fulfill more.ably their commitments to quality education in the

South Carolina Technical Education System, and (2) to 'provide means,

by which faculty and staff personnel may increase.their.capabilities-
and knowledge in order to enhance their poseibilities of advancement

within the TEC system.

The,phrase "faculty and staff" ie cOnsidered to cover teaching

faculty, administrators,- and other non-teaching personnel such as

those concerned with clerical, maintenance, and janitorial areas,
as well as auxiliary employees. Each full-time employee of
Florence-Darlington Technical College, classified or non-classified,
without regard to sex, age, religion, raee,color, or national
origin, may participate in the program, subject only to restrictions

inherent in particular activities and to budgeting limitations.
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JUSTIFICATION OF FSD
PRIORITIES OF EMPHASIS

It is believed ,that, in the best interests of professional

development at Florence-Darlington Technical College,'initial
emphasis should be placed on using funds budgeted for professional

development to subsidize-payment of tuition for reimbursable

course work in post-secondary education, payment of dues for

membership in profeptional-aocieties, And funding of workshdp-

seminar related exenses.These three activity areas seem most

vital at present-to the professional development of faculty and

staff at the institution.

In regard to the subaidization of course work in post-
secondary education, a survey of approximately 58 full-time faculty

members in January, 1975, revealed that 12 of the number had no

post-aecondary degree at all; 3 had an Associate degree; 18, a

Bachelor's degree; 23, a Master's degree; 1, a Master'S degree

plus 30 hours; and 1, a Doctor's degree. At the level of 48 full-

time administrators, 30 had no post-secondary degree; 13 had an

Associate degree; 6, a Bachelor's degree; 7, a 'Master's degree;

and 2, a Master's plus 30 hours. From these statistics', it is

obvious that taking course work leading to a post-secondary degree

is urgent for numerous faculty and administrative personnel, with

the priority of funding to be received by those with no post-
secondary degree for reimbursable course work leadirY, Lc) a degree.

Secondly, the use,of funds budgeted for professional develop-

ment"to pay dues for membership in professional societies hardly

needs justification. Through meetings of professional societies
and organizationsand through publications sponsored by such

.grtnips--the individual faculty member or administrator is kept

abreast of the latest developments in his particular area These

developments may include newequipment, new methods, and new

techniques for upgrading instructional or adMinistrative procedures.

Workshops and seminars, from long experience in academia,

have 1-heir own special value in the process of upgrading and

updating faculty or administrative personnel in their specific

areas. Whether short-term or longer-term, whether local or else-

where, well-organized workshops serve the immediately practical

purpose of bringing together faculty and administrative personnel.

with consultants who are specialists in their particular fields

-for the rapid dissemination of information on the latest equipment,

'Methods, or techniques in individual instructional Or adminis-

trative fields. These workshops have been found to pay rich

dividends of professional development.
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FACULTY AND STAFF DEVELOPMENT PROGRAM
FLORENCE-DARLINGTON TECHNICAL COLLEGE

4uly 1 to June 30

BUDGET SUMMARY

ESTIMATED REVENUE

Allocation from Normal Revenue Sources
Supplemental Allocation from State

Funds

Total

Other Income - Capitation Grant

Total Estimated FSD Revenues

ESTIMATED EXPENDITURES

From Institutional and State FSD Funds'

Activity:
1. Workshops/Seminars/Conferences/

Institutes
2. Professional Societies
3. Post-Secondary Education

Off-Campus
4. Contingency

Total

From Other FSD Income - Gifta,
Grants, Etc.

Activity:
NatiOnal League
Workahop

of Nursing

Total Estimated 'ExPenditures

$17 102.00

17,102.00

$18'029.00
3 090.00

12,p85.00
Od.00

$34,204.00

2 500.00

$36 704.00

$34_2_04.00

t 2 500.00

$36 7 04.00
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/ FACULTY AND STAFF DEVELOPMENT PROGRAM
FLORENCE-DARLINGTON TECHNICAL COLLEGE

INSTITUTION

APPLICATION FOR ACTIVITY APPROVAL

*Activity Title Worksho s/Seminars/Oonferences/Inst

Activity Date(s)_Jy_ly_Ljune 30

Number Participants Name

Specific Need: Irnirovement

tutes-Off-Cam

Activity Location_IELkLAII.A.11&!1_

of Individual or GrouRAILLJSIssIllz_

technical skil teach

techni-ues and_adminis ative techni. ues.

Outcome Expected (objectives t

currenc- in technical areas

accomplished): To maintain

-ade teach :echni.ues. and

improve administrative procedures as related_ to pertinent admin-

istrative and academic a_eas; cc

and disseminat

available b cosultants at

institutes held off ca

ESTIMATED COST:

Salaries
Travel
Educational Consultants
Educational Supplies
Professional Memberships
Tuition Reimbursement
Educational Equipment

Total Estimated Cost

Total Approved
(By Director FSD, State Board)

ow rofessionall-

the skIlls an

ceiv

ksho ieminars- conferences, and

Approval
Re uested

_

029.00

$16,029.00

$16-029.00

Approved:

Other Total

6,029.00

$16 029 00

(Applicant s Signatur oordina Signature

appropr ate)

Date Date
*(Please list each seParate activity on separate act vity shee

attach narrative and specific docuMentation as appropriate. Th

form may be reproduced as needed.)

309
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JUSTIFICATION FOR FSD FUNDING
FOR WORKSHOPS AND SEMINARS

The Allied Health Division emphasizes the fact that much new
and detailed technical information pertinent to paramedical and
paradental areas may be acquired only in hands-on-settings. Werk-
shops and seminars concerned,with_new equipment:, new techniques,
or new areas of knowledge represent the best methed-Of-Pigiing-this
infOrmation fiom expert to instructor to student. In the past,
workshops, practicums, and seminars have regularly been invaluable
for technicalskill development, and.the Allied Health Division
places third priority on FSD funding for this area. The Business
Division places second priority on workshops and seminars, citing
specifically the helpfulness of Gregg Workshops and. Acconnting
seminars. The Engineering Technology Division places no less than
fizst priority in'this area of FSD funding, mentiening the need
for workshops,in Siich areas as semiconductors, construction, and
computerized agricultural production, andHcomputerized drafting.
The General Education Division gives third priority to fnnding for
workshops and seminars, emphasizing the two-way exchange of inno-
vative ideas through the heiring and sharing of new information in
workshops and" seminars organiZed In specialized fields. The
Industrial Trades Division considers these activities as the mos_
important ones in professional development for instructional
personnel,in that particular division, mentioning the value of
Workshops' in Machine Tool Technology, Automotive Technology, Air
Conditioning, Aircraft, and Communications and Industrial
Electronics. The:industrial Trades Division, therefore gives

first/priority to workshops and seminars. The Continuing ,Education
Division places third priority on workshops and seminars in
specialized and relevant subjects for reasons paralleling those
expressed above.
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FLO CE-DARLINGTON-TECHNICAL COLLEGE

APPLICATION FOR ACTIVITY APPROVAL

+

*Ac ivity Title FostSecondar Education - Off-Cam us

Activity Dat vity Location to be a

Number Participants Name of Individual or' GroUp_jiLLL-_--

Specific Need: e staff and facul

Outc 7e Expected (objectives -to .e ace _Tplished): Acquisition of

Associa and Bachel

further ost- aduate

e -es b nollTdeg..EtL_M!2a11P1;_

hose with Bachelor'- D- ees or

laster' rees; enrichment of mane ement techn ues and proce-____

dures on part.of enhancement o_ instructional cedures

and mane nt techn ues throuh kee.in current and innov tive

on part of facul

ESTIMATEa COST:_

Salaries
Travel
Educational Consultants
Educational Supplies
Professional Memberships
Tuition Reimbursement
Educational Equipment

Total Estimated Cost

Total Approved
(By Director FSD, State Board)

Approval
RequeSted Other Total

12,085.00

$12,085.00

$12,085.00

Approved:

14_085.00

$12_085_.00

(Applicant Signature, as
appropr ate

Date

(Coordinat Signature)

Date_

*(Please list each separate activity on separate activity sheet;

attach narrative and specific,documentation as appropriate. This

form may be reproduced as needed.)

311



?VI

JUSTIFICATION FOR Fsp FUNDS
FOR POST-SECONDARY EDUCATION

In the Allied Health Division, the major interest in post-
secondary education relates to the post-baccalaureate level, since
Most instructors therein already possess- a.bachelor's degree.
The Allied Health faculty must work toward master's degrees in
their relevant specialties for their own enlightenment (new
knowledge and techniques) and for the purposes of meeting the
more stringent requirements for professional accreditation antici-
pated in the near future, particularly in regard to accreditation
by the National League of Nursing (NLH). Allied Health faculty
members are college oriented, and FSD can and should reimburse
them for course work leading to advanced degrees. The Business.
DiviSion personnel are composed of four instructors with master's
degrees, six with bachelor's, and one with an associate degree.
,Post-secondary course work is being pursued by,seven instructors
-at PreSent. The priority of FSD funding in the Budiness Division
should begin in the area of tuitiOn reimbursement for course work
in postsecondary education leading,to a degree. The Engineering
Technology Division places second priority on post-secondary
courses which include training in teaching and counselling
principles through courses in education, as well as.programs such
as USCis APOCEE13rogram, through which the divisional-personnel
may enroll in Courses in their specialty areas. -In the General
Education Division, instructors, to be proficient in their
academic fields, should have master's degrees, as recommended by
the Southern Association of Schools and Colleges. Four divisional
instructors are currently,pursuing course work toward master's
degrees in their respective specialties and should receive
priority of funding for reimbursement of tuition\ The"Induktrial

Trades Division pisces second priority on post-secondary education,
with a number of the instructors needing associate degrees. their
post-secondary programs should include both practical college
courses and college courses in teacher management. The Continuing
Education Divisioivplaces first priority of FSD'funding on reim-
bursable tuition for courses'leading to post-secondary degrees,
beginning with those personnel who may not have obtained associate'
degrees as yet."
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FLORENCE- LINGTON TECHNICA_ COLLEGE
INSTITUTION

APPLICATION FOR,ACTIVITY APPROVAL

*Activity Title Professional Societies

Activity Date(s)itily-_ItziArtivity Location No,LA-.
0

Number Participants Name of Individual or Group Staff & Fac_alLy_.

Specific Needl Contact with eer rou.s and rofessiona

ouneed to kee. current a- innova Lye

U S

ublicaL,12112_REETIored_

eeti

Outc,ome Expected (objectives to be accomplished

__Iy_EL-2Le!sional societies as well as e-
,

ainta_n

aLaaas_ional skilla; to em lo inno-

vative ideas in mana-ement and ins uctiOn.as feasible. to _clari

and seek solutions to mana

to vario

ement or ns ructional

administrative and-academic a eas.

ESTIMATED COST:

Salaries
Travel
Fducational COnsultants
Educational,Supplies
Professional Memberships
Tuiti'L Reimbursement
Educational Equipment

Total Estimated Cost

Total Approved
(By Director FSD, gtate Board

. Approval
Renuested

090:00

S 3 090.00

Applicant's Sign._ure, as
appropria e

Date

-3 090100

'Approved: :

(Coo dinator nature

Date

roblems common

Other Total

--
3 090 00

$ 3,09000

*(Please list each separate activity on separate ac.tivity sheet; .

attach narrative and speCific documentation as appropriate. This

form may be .reproduced as needed.)
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;CATION lOR FSD FUNDING
FOR PROFESSIONAL SOC IETY iF,MBERSHIPS

With regard lo the value of memberships in professiom.i
iocieties, the Allied Health Division gives FSD funding in tnis
Avoil e id priority, because of the imperative need for instruc-
tional ,,rmonnel ih paramedical and paradental areas to keep
abreast of new knowledge and new techniques in their respective

Profesiiional :,ocieties, through peer-group meetings and
publications, provide means by which members may become updated
quickly concerning new developments in paraprofessional areas.
The Business Division places third priority on funding for member-
-hip in protessionallsocieties, with emphasis on organizations in
the accounting, business, and secretarial areas, The Engineering

Technology Division also gives third priority 1,, professional
membership dues, emphasizing the conviction that engineers (and
engineering technicians) should, as a minimum, hold memberships in
the American Society of Engineering Education, along with memberships

in their own disciplinary societies. ASEE provides excellent
peer-group meetings and literature pertaining to educational

techniques as well as technical applications both academically and

technically oriented. The major disciplinary societies provide
pecr-group meetings and literature which are primarily eurrent'and

technically oriented. The General Education Division places second
priority of FSD funding on professional society membership, citing-.
the value of meetings and publications of professional societies
in English, mathematics, science, social science and criminal
justice.' The Industrial Trades Division places third priority on
pTofessional-membership dues, adding such activities as news

- letters and plant tours as supplementary to regular periodicals

and meetings. The Continuing Education Division gives second
priority to membership dues, emphasizing the value of related
peer-group meetings and publications in specialized areas.
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FLORENCE-DARLINCTON ICE INI CAl EnFIECE

iNSTI-TUTION

R ACT IV I TY APPROVAL

*ActIvi ty Tile_ Short Co rses - On-Campus

Activity Dnt ) Julv 1-Juhe 30 Activity Lcrci t Lou EH-) FEC Cnnp1is

F-D TEC Staff

rtic pants 180 Name of Individual or C :oup_64

Spec Need: improvement of ccchnical skitis, teaching

7hniaues, and administrat ve arocedures

Outcome Expected (objectives to be accompli hed): f_ kecIaLcucrent

ill t ec liii i_c_a 1 ms, liii, r do teach ing me. 1 nnd improve adminis-

traA_ve techn -ues; ti cultivate _p_rofess_ nal growth.b- brin6jr-

-ultants to the campus to hoy workshop:3, seminar_s,_ conter-n

and institutes in new developments on administrative and
_

instructi n

ESTIMATED COST:

Salaries
Travel
Educational Consultants
Educational Supplies
Professional Memberships
Tuition Reimbursement
Educational Equipment

Total Estimated Cost

Total Approved
(By-Director ESD, State Board)

(Applicant s Signature, as

appropriate)

Date

Approval
Re uested

600.00
1 200 00

200.00

2,000.00

00.00

Approved:

600.00

200.00

2,000.00

(Coordina -'s Signature

Date

*(Please list each s.eparate activity on separate activity sheet.

attach narrative and specific documentation aS appropriate. This

orm may be reOroduced as needed.)



AUSTMCATION FOR FSH FUNDING
FOR SHORT COURSES ON-CAHPUS

As 1.14lua:eil in the justification narrative for wo:kshops,
seminars, conferences, and institutes off-campus, the value of
such activities, which are ofton referred to as short courses, is
widely recognized. It follows that such short.courses on campus
provide economical FSD activities that benefit more administraave,
staff, and faculty personnel at less cost.

Short courses on campus enable peer groups to meet with
visiting outside consultants to exchange innovative ideas, new
information, and improved methodology in the various administrative
and instructional fields. Through this type of FSD activity,
administrators and faculty keep current in their own professional
areas. Administrative techniques, technical skills, and teaching
techniflues are improved through the dIssemination of knowledge
from consultant to workshop participation in on-campus short
courses.

All the divisions--Allied Health, Business Administration,
Engineering Technology, General Education, Industrial Trades, and
Continuing Technical Educationhave placed high priority en short
courses, which certainly include all such.activities held on-campus
(as well as those off-campus). Workshops', seminars, instittites, and
conferences held on-campus are economical as well as beneficial.
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FLORFNCE-DARLINCTON TECHNICAL COLLEGE
INSTITUTION

APPLTCATION FOR ACTIVITY APPROVAL
Capitation

*Activity Title Workshrlps silonsored b NLN_ or ANAto pe -aid from
East Coast or

Activity Date(s) July t-Jue 30 Activity Location Gulf_ States__

Nursing

Number ParticipantsJO Name of Individual. or Group inst.ructors

Svcific Nood: 7fl ctirronr trondnJII

fteffee Nursing_ oducatiou_in _the

Outc ne Expected (objectives to be accomplished): To become ownre

of new cur_riculum_devements and methods _ol ementin these

developmehts cur_renL programs; compare sc(_es of stv_onts on

NLN achievement s and S ate Board oxams

of students' to maintai clinical co- etenc_ learn methods o

adapting the ADN curriculum ti he needs of s

ESTIMATED COST:

_LPN

Approval
Requested Other Total

Salaries
Travel
Educational ConsultantF; 2,000,00 2,000,00

Educational Supplies'
Professional Membership
Tuition Reimbursement 500.00 500.00

Educational Equipment

Total Estimated Cost $ 2,500.00 500.00

Total Approved
(By Director FSD, State Board) $ 2,500.00

(Applicant's Signature, as
appropriate)

Approved:

Date Da

(Coordinator's S-.gnature

*(Pcase list each separate activity on separate activity sheet;
Ittaeh narrative and specific documentation as appropriate. This

form _may be reproduced as needed.)
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A VA YEAR ASSOCIATE DEGREE
IN

VL-ATIONAL-1 ECHN1CAL TEACHER EDUCATION

Eugenio Basualdo
Edward C. Mann

Tennessee

The need for relevance in education expressed through the unrest
in the mid and late 60's led Marland (1971) to ask the question "what
is right and wrong wIth education in America today and what can be
dune tO build on our ,Arengths and eliminate our weaknesses?" He

proposed to strengthen and refashion education through better utili-
zation of the available resources. This Federal support, with voca-
tional education at its core, has encouraged substantial federal and
state legislation calling for changes and expansion at the local level
in the delivery of manpower and vocational education services,

Federal funding for vocational-technical education now includes
monies for; construction of vocational-technical facilities;
expansion of instructional services for special groups; personnel
,development; and research and development of new methods and tech-
niques for the delivery of services.

The expansion of vocational-technical education services in turn
has increased the demand for additional qualified vocational teachers.
One recent survey estimated a deficit of more than 5,000 vocational
educators in the United States (Briggs, 1970). Because of the imple-
mentation of the career education concept which offers elementary
students amplified oppOrtunity to develop and secondary career aware-
ness students more exploration and preparation in the trade and
technical education areas, shortages of vocational educators may
already have surpassed the 1970 estimate. If these conditions are
prevalent then additional teacher preparation programs of good
quality are imperative.

Traditionally, many state voca ional education hoards have con-
tracted with four-year colleges and universities to provide pre-
service and in-service vocational teacher preparation programs. In

many states, this was done on a geographic basis. Some voCational
leaders feel such an approach fails to maximize the in-service
teacher training effort that is so sorely needed in vocational edu-
cation. The traditional approach has made it difficult for the
in-service teacher to enroll in related area courses that could
simultaneously provide opportunities for personal and professional
-development.
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One alternative Lo Lhk iflomW i. to provide an associate
degree program for both the pre-service and in-service vocational-
technical, teachers. Ideally, the program would be offered at two=
yer, postsecondary institutions within commuting distance of the

students. These two-year programs would work cooperatively with
state boards for vocational education aod with other colleges and

universities of7ering vocational teacher education programs thereby
assuring quality programs needed by the vocational schools being
served, reducing duplication of services, and maximizing articulation
between associate and baccalaureate degree programs throughout that
state.

The Need_for Vocatioilal -Tecbn i cal Te:icIi t

Education Programs in Tennessee_ _

With Tennessee being among the leaders in providing statewide
comprehensive vocational opportunities in the schools, there has
been a constant shortage of qualified vocational-technical teache
This problem will be compounded h the implementation of the State
Comprehensive Vocational EducatiDa Act of 1974 which has a goal of
making vocational-technical courses available to 50% of the ninth
through twelfth grade students and 5% of the adults. It has been
estimated that there would be a need for 1,528 additional teachers
in Tennessee by September, 1978, to meet these expanded programs in
just grades 9-12.

In addition to the demand rising from the need for new vocational-
technical teachers, a recent survey of 548 teachers in twenty-six
area vocational technical schools, three technical institu.:es, and

nine community colleges revealed that sixty-five percent (356) of
the personnel were enrolled in or planned to enroll in teacher edu-

cation programs. Over fifty percent of the teachers lacked any formal
practice teaching experience and did not hold a state teaching
certificate. More than two-thirds of the teachers indicated that
training in the following areas was "necessary" or "very necessary"

in their teaching careers: curriculum development; writing of per-
formance objectives; writing of course outlines; selection of teaching

methods; testing and evaluation techniques; laboratory shop organi-
zation; student motivation; student int raction in new activities;

and diagnosis of learning problems .,/n, 1974).

Vocational-technical teacher education programs must meet the
needs of both current and future pre-service and in-service teachers,

and these programs must be offered within cOmmuting distance for the

teachers in the field. In the past, vocational-technical teacher
education programs have been offered at designated colleges and uni-

versities that have not always been acCessible to teachers in the

field. This situation limited the opportunity for many teachers to

pursile studies leading to a degree which would enhance their pro-
fessional development and improve the quality of their classrOom

teaching.



In an attempt to remedy rhis sit Ation, the State Technical

Institute at Memphis with the support of the Statu of Tennesseu

Department of Education, Division of Vocational-Technical Education,

implemented a two-year associate degree program in vocational-
technical teacher education. This program can serve as a vehicle

for professional improvement by encouraging teachers to work toward

receiving academic certification in exchange for the time and effort

-iat they expend. With the two-year associate degree program,
teachers can enroll in courses for development and improvement of

their teachi , skills and at the same time work toward fulfilling the

requirements for an associate degree.

Role lnd Scope of the State Technical
Tnstitute o.t Memphis

The State Technical institute of Memphis was created as a mandate
of the Tennessee General Assembly under House Bill No. 633 which

'stated:

A regional technical school shall be established by the State

Board for Vocational Education in such location or locations

as it may deem necessary to provide technical training and said
regional technical school shall function as a two-year terminal
training center for the purpose of (a) training engineering
technicians for industry, and, (b) preparing the student to earn

a living as a technician or technical worker in the field of
production, distribution, or service. In addition, the Voca-

tional Education Act of 1963 and the Vocational Amendments of
1968 require state-wide planning in vocational-techracal edu-
cation to include institutional objectives and mission as well
as individual student occupational objectives.

The State Plan for Vocational-Technical Education approved by
the State Board for Vocational Education on November 4; 1971, stated

that:

It shall be the mission of the-State Technical Institutes

during the five-year period:(1971-76) to continue to solidify

and to improve the programs now in existence and to add pro-

grams of study in the fields of engineering, physical science,

and computer science technologies to meet the needs of the

area served by each institute, the intent of the),egislative
Acts, both State and Federal, and the policy statements in both

criteria and objective above. In addition, the State Technical

Institutes shall work and cooperate with other institutions

to establish in vocational-technical education an open-ended

curricula to allow students at any level to enter employment

or to continue formal education with minimum disruption or

loss of credit. In no instance shall the objective, content,
.or practices of the State Technical institute programs indicate
its primary purpose 0 be a feeder to a baccalaureate program.
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College transfer credit shalt be, al iwst, only a --product

of the technology program. State Technical institutes are to
be Certificate and Associate Degree granting institutions and
th growth into or the offering of a baccalaureate degree
program is not the mission of Tennessee's State Technical
Institutes.

It shall be the mission _f the State TeJinical Institutes to
develop and maintain minimum standards for each technology
offered. The minimum standards of the technical institutes
are to give primary emphasis to the serving of Tennessee's
industrial needs for technicians in'the Fietds of study
offered by the institutes. This mission has generated and
will continue to generate the exceptional acceptance that these
programs now enjoy. It is strongly felt that if the mission
of the technical institutes is broadened to include a two-year
college transfer curriculum or a wider span of vocational
training programs, the emphasis and acceptance of the present
and future technical programs by both the public and industry
would be lost in the multi-purpose, comprehensive programs of
this broadened mission.

The role and scope shall be periodically examined and updated.
If this examination points to a need for change or exception,
upon the approval of the State Board for Vocational Education,
a program may be offered even though it is outside the role
and scope Of Technical institutes, as defined above.

Due to the urgent need for qualified vocational-technical
teachers in West Tennessee, the State Board for Vocational Education,
in the Spring of 1973, authorized the State Technical Institute at
Memphis to offer the courses necessary to fulfill the teacher edu-
cation requirements which'is concurrent with the Professional
Improvement Plan established in the Sta Plan for Vocational
Education.

Tm-lementation of the PrOfessional
Im- -o-ement Plan for Vocational Teachers

_hin the spirit of the Professional improvement Plan, the State
Technical institute at Memphis went a step further by developing an

.
associate degree program ip vocational-technical education which
encompasses the courses required for state certification. This pro-
vided the opportunity for many teachers to pursue studies leading to
a degree that would enhance their professional development and

improve the quality of their classroom teaching. A twoyear associa e
degree program in vocational-technical teacher education at post-
secondary institutes 'can serve as a vehicle for professional improve-
ment by,encouraging teachers to work toward receiving academic
certification in exchange for the time and effort that they expend.
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With the two-year associate degree prog ram, to chers can enroll

in courses for development and improvement ot their coaching skills

and at the same time work toward fulfilling the requirements for an

associate degree. In general, individuals pursuing the associate

degree (I) receive credit for previous skill trainiag and experiences;

(2) take professional vocational-technical teacher education courses;
and (3) broaden their experiences in related studies as determined

by their individual backgrounds and goals.

There are three major components of the vocational-technical
curriculum at the associate degree level, embracing a total of 112-128

quarter hours of credit: (1) the vocational-technical specialty (48
quarter hours); (2) professional vocational-technical education (20-28

quarter hours) ; and (3) related courses (44-52 quarter hours).

I. The Vocational-Technical Specialty (48 hours)

In this component the student earns credit in his specialization

area. A minimum of 24 hourn credit must he achieved in one specific

vocational-technical specialty. They may earn credit through any

combination of the- following four mechanisms:

1. Any United States Armed Forces Institute course or test,
military service school, college level entrance preparation
test, or college level transfer credit related to a
vocational-technical specialty whether or not offered at
a degree granting institution.

Formal,courses, courses by independent study, and credit
by exaMination from any department offering a technical
major in the degree granting institution with at least 24

hours of credit in one department.

A maximum of 24 hours credit may be earned for teaching

experience. One quarter credit for each 36 shop/laboratory
hours or 12 lecture hours of verified teaching experience

in each non-duplicated vocational-technical course.

4. A maximum of 24 hours credit may be earned for work experi-

ence. Twelve credit hours will be.given for each year of

verified work experience beyond the three years required

for admission, at the technician or journeyman level in a

vocational-technical specialty.

The non-traditional variety .of options provides the student an

improved opportunity to fulfill the technical specialty. requirements.

It encourages individuals of diverse backgrounds to enter into a

teacher education associate degree program which in turn will improve

the profession of vocational teaching.
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If. Professional Edm -aH)n irses (20-28 hours)

The course work in the educarional component should he
gned to fulfill requirements for the associate degree, and the

vocational-technical teacher certification requirements of the state.

The followink five courses, en-h for four quarter hours of
-redit, would meet such requirements: Principles of Vocational-
lechnical Education; Curriculum Development in Vocationat-Technical
Education; Instructional Development in Vocational-Technical Edu-
cation; Vocational Guidance; Directed Vocational-Technical Education
Teaching ENperience.

An additional two courses would be considered appropriate tor
vocational certification to fulfill the state's vocational-technical
teacher certification requirements of 28 quarter hours. They aro:
Principles of Adult Education and Seminar in Vocational-Technical
Education.

III. Related irses (44 luar e Hours)

The roorq, that each student should take in the related course
area,will be determined in part by his vocational-technical specialty
and the method of achieving credit in the specialty area.

Graduates of such a program could be awarded the Associate of
Science or the Associate of Independent Studies. The exact title of
the degree would be dependent upon the nature of his specialization
and related courses. For example, the Associate of Science degree
could be granted to those who complete a vocational-technical specialty
in either the science or engineering area and whose related courses
coincide with the science specialization concentration or coincide
with the engineering specialization concentration. Due to the fact
that the State Technical Institute at Memphis encourages students to
enroll from non-traditional backgrounds, the Associate of Independent
Studies would be offered to these students. There would be no limi-
tation on the number of cou se hours transferred into the institution,
taken by indepenTent study, or credit by examination. Other sequences
vfor acquisition of the associate degree in vocational teacher edii
cation can be devised.

Offering an associate degree ip vocational-teacher education
tocurrent and potential teachers of'vocational-technical education
should make a signifidant impact on the quality of vocational edu-
cation. It is essential that there be an adequate supply of
qualified vocational-technfcal teachers scrthe demands for competent
skilled craftsmen and technicians will be met.



Specifics of the ,Program

I. The Courses

In developing the assoclnt dogrLe in vocational-techni_ 1 ecu-
cation, the State Technical Institute was already prepared for
delivering the related courses, had established many of the programs
in the specialty areas, and was only,lacking the professional cd
cation courses. Through the,utilization of prominent vocatiotlal
leacher educator,s as consultants and through the assessment of the
professional needs required by the Professional Development Plan,
seven courses were determined to be most essential to prepare and
upgrade existing and non-degree teachers in vocational high schools,
area vocational-technical schools, technical institutes, community
colleges, and ther qualified personnel for rewarding careers as
teachers in the field Of vocational-techni-al education.

The first course, Principles of Vocatio _1-Technical Education,
includes the historical development with emphasis on the major
legislative acts; describes the organization and administration of
the different programs; and the planning, development and use of
advisory committees. This course provides a background for the
analysis of evolving concepts in vocational-technical education.

The second course, Curriculum Development in Vocational-
Technical Education, provides for the understanding and the appli-
cation of a systematic approach to curriculum development and
instructional implementation. It emphasizes trade analysis, content
organization, measurable learning objectives student assessment,
and program evaluation and revision.

Instructional Development in Vocationhl7Technical Education,
third course, is devoted to the development of teaching methods which
are aimed at meeting the individual learning needs of the 'students.
This course is closely coordinated to the Curriculum Development
course.

The fourth course, Vocational Guidance, is aimed at providing
an overview of vocational guidance and clarifying the roles of the
vocational teacher and the guidance associate, as well as the role
of the counselor, ih assisting the student in his ultimate development.

The fifth course, Directed Vocational-Technical Teaching Expe-i-
ence, provides for a period of actual classroom/laboratory/shop

praotice teaching experience. This experience will be provided in

a vocational-technical high school, area vocational-technical school,

technical institute or community college under the supervision of a

senior instructor and the student's advisor. Emphasis will be

placed upon the achievement of measurable learning objectives by the

practice teacher's students. (Note: Persons!'with one-year of

verified full-time satisfactory teaching experience may receive
credit for this course.)
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MIL tel lowin ioors , although iit,L requi. -! I-- LI-, Issociate

deee., aro offered for those who desire to ceiiiplte the v cationai -
technical reacher oduc:Ition requir6monts for the Ter ,.ssee Teacher's

Certifica e

Princ of Adult ldiieat '7n describes the nature, extent and
significance of adult education including basic, vocational and coo-
tine ing education with special, emphasis upon adulrlearning and
methodology at both the secondary and postsecondary levels. It is

designed to familiarize the vocational-technical teacher with tho
unique characteristics and the major learning problems of the adult
student. Emphasis will be given to an analysis of various methods
and techniques Suited to the adult learning environment. Modern
practices _in planning and developing a Curriculum applicable to any

_aclonal-t-chnieal: specialty will be pursued.

The last course, Seminar in Vocational-Technical Education is
devoted to the pursuit of special.problems, now trends and innovative
developments in the field of vocational-technical education. Topics

and methods of presentation will vary depending upon the needs and
interests of those involved. ,Likoly subjects will include current
practices in the areas of:occupational analysis, curriculum develop-
ment, learning and methodology, management of the learning environ-
ment, cooperative programs, school safety, multi-media learning centers,
equipment and facilities, and youth club activities.

In addition to the formal course offerings, twice a year the
State Technical Tnstitute offers a two-day (10 hour) in-service pro-
gram for newly hired vocational teachers: It has been mandated by
the State Board of Vocational Education that all new technical
teachers attend one of the in-service programs. These programs are
offered at two strategically located areas in West Tennessee, thus,
enabling all new teachers to be within commuting distance.

II. The Faculty

To successfully carry out the program, a well qualified group
of vocational-technical educators is required. The State Technical
institute at Memphis created a vocational education faculty utilizing
the expertise of three various types of instructors. The first is a

core of full-time personnel selected for their specific expertise in

areas of the course offerings. The second type is a. group of part-
time instructors selected under similar criteria to serve specific
needs-as they arise. The final group of educators are adjunct
faculty used in specific courses through cooperation with other
institutions of higher education in West Tennessee.

ITT. Cost and MotiVation

Since the StateTechnical Institute at Memphis is a State aided
institution, the cost per course offering is held to a minimum. The

students- are required to pay five dollars per quarter hour or twenty
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dollars per course, plus the cost of the r_OXt. The maximum cost for
full-time student (12 or more quarter hours) is $55 per quarter.

However, those students from institutions directly controlled by the

State (i.e. the area vocational-technical schools) are exempt from
the five dollars per quarter hour charge.

Another motivational fo ce besides the low cost is- the faet that

the proCessional coUrses are offered on a staggered basis,at the nine
area vocational schools throughout West Tennessee_ In addition, tht

total associate degree program is offered at the Institute and at the
Naval Air Station in Millington, Tennessee. The program at the NaVal

Air Station yields many of the qualified vocational-technical
instructors to the city, county and state schools in West Tennessee.

For those vocational instructorS wishing more than the State
Certification requirements, but because of the distance to State
Technical Institute at Memphis or the Naval Air Station, the State
Technical Institute accepts all the related courses for the associate
degree taken at their nearest institution of bigher education.

In addition to all the conveniences made possible by the State

Technical Institute, the final motivational factor was established
by the State Board for Vocational Education through their recommenda-
tion ot a two-step merit increase in pay for the aTea vocational-
technical school instructors successfully completing the associate
degree program,

IV. P-oblems and Constraints

The basic problem faced in the two-year associate degree program
in teacher preparation is to convert the thinking of the individual
from that of a skilled tradesman to that of a professional educator.
The time frame of the program makes it difficult to eradicate the
strongly instilled attitudes of these craftsmen which must be con-
stantly dealt with during the program. This problem becomes evident
in the rate of turnovers oc2uiring within the faculty of the voca-
tional programs. This turnover rate leads to a second problem, that
of developing a sequence of courses at the various schodls which are

-

essential for the professional improvement of the instructors. A

constraint which further enhances the problem is that of economics.
It is the policy of the State Technical Institutes to offer courses

only when there are twelve or more students enrolled,. Although this

pOlicy has some flexibility, it cannoC be waived constantly.

AnotherTroblem faced by the program-is that of :the differences

in the area vocational schools, the city schools, and the county

schools as well as the wide range of diversity in the backgrounds of .

the instructors enrolled in the courses. This diversity of backgrounds

and institutional settings creates a high variety of expectations and

needs of the instructors. For example, the area vocational school
instructors deal largely with adults, whereas the city and county

school instructors deal with adole_scents.
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With many of lhe future vocational ltii Lu r enrolled in Liii

program coming from the Navy, there are problems unique to thus(

individuals. First of all, the Navat training programs aro so

diversified that it fs difficult for the individual to make the

transiti -1 to the specinliZed vocational programs found in the

schools. 'ocondly, the mobility of the Naval personnel require
high degree of flexibility on the part of the State Technical.
Instante at Memphis in order:that the students receive as much
credit as possible for work completed at other institutions of
higher education throughout the country.

The final problem is that a high degree of articulation wil
be needed with four-year colleges an_ universiiles enabling ti
'vocational-technical instructor to continue his profc-sional .develop-

ment with a minimuM disruption and loss of credit.

V. Evaltiation and Changes

The three major facto s used f(_- evaluatin- the )-year

associate degree program in vocational-technical education are the

placement rate of the graduates, the acceptability of the program by

four-year colleges and universities, and the acceptance of the program

by the directors of vocational education in West Tennessee.; At this

point in time, the graduates who have resigned themselves to education

rather than the econemics of the technical fields have' had no problems

in finding positions. For those individuals seeking further education
in vnrious parts of the country, as well as in Memphis, they have

found high acceptability of the two-year program. And finally, the

afceptability of the program by the director of vocational education
in West Tennessee iS shown through the high cooperation offered.

In fact many of the directors.themsvelves are enrolled in the classes.

Throngh the attempts of the State Technical institute at
Memphis to meet the vocational-technical education needs of West

Tennessee, a further extension of the two-year associate degeee pro-

gram has deVeloped. Currently, State Tech is offering a two-year

guidance associate program. This program uses two of the vocational-

technical teacher preparation courses as its foundation, (Principles

of Vocational-Technical .Edueation and Vocational Guidance 'In

addition three other courses have been developed: a course in

assessment; placement and follow-up; a course in educational and

occupational information; and a course in techniques of counseling.

These five courses along with a practicum make up the guidance

associate program.

Summary

Offering an associate degree in vocational-teacher education

to current and potential teachers of vocational-technical education
should make a significant impact on the quality of vocational
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education in the states and the nation as a whole. It is essential 7

that there be an adequate supply of qualified vocational-technical
teachers so the demands of society for competent skilled craftsm-n

and technicians wil1.be met.
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COLLEGE OF THE MAINLAND
EDUCATIONAL DEVELOPMENT GRANT PROGRAM

Donald C. Bass
Texas

The Educational Development Grant Progr ;focuses on innovative
and developmental projects and provides incentives for faculty and
staff members to undertake activities which will facilitate:student
learning.

Purpose

The Educational Development Grant Program serves one fundamental

purpose. This purpose is Aevelopmental work on the part-of faculty
and staff members toward improving student learning.

To this end, Educational Development Services budgets, funds co
finance projedts conducted by faculty and staff members either
individually or in groups. The funds will .

be used to provide
financial-grants necessary for execution of the projects. Such pro-

jects may take on several forms, depending upon the requirements of

the specific task.

Educational Development Services shall also assist faculty and
staff with their projects by coordination of human resources with
expertise in learning theories, evaluation, print and non-print
materials, research, computer services, and system approaches to

further insure succes's.

Appl_icaions

Faculty and staff desiring to submit a pro ect should define
the nature, of the project and request support through an Educational

Development Grant Using an application form. -Thit.application is to
be completed and submitted to the Director of Edu,:atiOnal Development

Services after receiving the approval of applicant's respective
director or division chairman.

Preparation of the applichtion requires the answering of nine
questions dealing with needs, objectives, procedures, target group,
innovation, facilities, evaluation, budget, and future of the

proiect.

2 9
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Normally applications will be accepted, reviewed,.and funded
twice each academic year--October 31 and March 1.

An application may be submitted on either date for completion
at any time during the college year.

Review Procedures

The completed application shall be submitted through the appro-
priate division chairman or director to the Director of Educational
Development Services.

The Director of Educational Development Services will review,
comment on form style, content, and consult with the application to
assist in revision of the application when necessary.

. The Director of Educational Development Services shall submit
the final draft of the application to the membership of the Educa-
tional Development Project Committee for review and consultation with
the applicant. The applicant is then sent to the appropriate super-
visors for review and comment.

The Committee establishes a priority ranking of all submitted
proposals and the Director of Educational Development Services shall
fund projects according to priority within budget limitaticins. (An

application which is not funded in the first round of evaluation may
be resubmit'ed on the next funding date.)

The Associate Dean for Learning Resources and Educational
Development shall contact the appropriate deans to insure compliance
with Office of Education requirements, stated goals and objectives,
and final approval.

Funded pro' cts are distributed.

Educational Deve o ment Pro.osal ComxnitteeMembersh4p

The Educational Development Project Committee shall be appointed
by the Committee on Committees from volunteers. Membership shall be
for one college year. Every attempt will be made to retain two com-
mittee members from the previous year for the sake of continuity.

Representation and size of the committee m y vary depending upon
the lumber of volunteers. It is desirable to,have those faculty and
staff members interested in instructional development and can offer
some expertise in learning theories, evaluation, behaviorable objec-
tives, and system approaches would be members.- Others may be invited
to assist in areas requiring expertise not available on the committee.
Permanent members shall consist of the Director of Educational Develop-
ment Services, Associate Dean for Learning Resources and Educational
Development, Dean of Instruction, and Dean for Student Personnel Services.
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COLLEGE OF THE MAINLAND
EDUCATIONAL DEVELOPMENT PROJECT
FLOW-CHART

Sp: Oct. 11

Deadlines
3

Sum:
March I
Fall:

Ap. 31

303

START

Director of EDS Disseminates
ED Applications to Pro-
fessional Staff (continuous)

Applicants Return Completed
Forms to Director of EDS'

Review, Comment on Form
Style, and Content of
Applications by,Director
of EDS

Consultation with
Applicant if
Revision Necessary

Director of EDS Distr butes
Applications to EDP
Committee

Review by EDP Committee

Grant Applications w/
Recommendations Sent to
Assoc. Dean for Learning
Res. and Educational
Development

Consultation with
Applicant

ED Distributes Appli-
cation to Appropriate
Chairpersons, Assoc.
Deans, Directors., etc!
for Review and Comment

4-4

Appropriate Dean for
Compliance with Stated
Goals & Objectives,
Final Approval and.
Distribution

3 1

Dean of Planning &
Development for Com-
pliance with Office of
Educational Requirements

--1President

Deans

Associate Deans

Directors

-iDivision Chairpersons

Recipients

Public Information

EDP Committee
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EDUCATIONAL DEVELOPMENT PROJECT GRANTS

CRITERIA FOR PRIORITISING

1. Highest priority will be given to those projects dealing with
College of the Mainland's stated goals and objectives.

2. Improve the quality of learning experiences that will result
in more effective and efficient use of resources.

3. A clear-cut identification of need.

4. Number of students affected.

Potential application to other areas of instruction or
,counseling service.

6. Evaluatim procedures to be employed.

7. Immediacy of application.

8. Rationale for budgetary requests.

Note: Equipment and capi al outlay purchases are not permitted
with grant funds.

Grant proposals should not exceed $3,000, however, the
Educational Development Project Committee may elect to
exceed this guideline amount.

Projects should be primarily concerned with the improvement
of teaching and learning at College of the Main and.
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1. NEEDS/GOALS: (What student needs will be served?! Provide
specific back-up date.)

2. OBJECTIVES: (How will stated obje- ives meet needs? Are

objectives specific? Describe what it is the
project will accomplish.)

PROCEDURES: (Indicate in a step-by-step fashion, if possible,
the procedures to be followed in developing and
executing the project. Leave as little as
possible to the imagination of the Educational
Development Projects Committee.)

TARGET GROUP: (Is there_evidence of effective communication
with person(s) to .be affected by program?
What students are affected? What professional
staff will be involved, if any?)

5. INNOVATION: (Does the proposed projec offer high promise
for improvement over pas practices? Or is it

the same old thing?)

6. FACILITIES: (What facilities and/_ alterations will be
necessary for the project

7. EVALUATION: (A detailed follow-up procedure to measure
impact oLproject.)

BUDGET: (What equipment, supplies, consultants avel,

clerical, and release tiMe necessary for the
project? 'itemize a cost estimate.)

9. FUTURE (Potential for addition or regular college
program and expansion to other areas?)
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MEMO R ANDU

TO: Faculty and Staff

FROM: Don Bass, Director of Educational Development Services

SUBJECT: PROFESSIONAL DEVELOPMENT DAYS

During the college year there are eleven days designated for pro-
fessional development. Those days in January are.7, 8, 9_ 12 and

13. During the pasts six (6) weeks I have been receiving from.almost
every division on campus--suggestions of areas which faculty members
desire to Anow more about. It has been my intention to discover
these areas, and then to prepare a "menu" of actiVities from which
you might select one, or more, or even none to participate in.

The following "entrees" are described. Where posSible, I have

noted the length, place, time, and leader of the activity. Every

activity'has an expected outcome, or inherent promise and you will
have an opportunity to evaluate the,experience in that respect.

Please read fur-her.

(P.S. If you care to reserve a spot, tear off the last sheet anci

send it to me by December_l5.)

3 ri
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ACTIVITIES

1. The Teleometrics experience is based-on a series of feedback

instruments which are highly structured and,germaine to the purpOses"

of the group. The Teleometrics Trainer can-aid in the interpretation

of the data and there is a theory handout accompanying each instru-

ment. All instruments are self-scoring and thus even the instru-

mentation phase serves to involve-the participant.

The Teleometrics experience is designed to take a full day and

d.s open-ended; The participating group selects by feedback and

diagnostic interest area the instruments which address the "purpose

or goals of the participants. Examples of management diagnostics

which may be chosen are:

-Managem.ent Relations Survey
-Styles of Management Inventory
-Styles of Leadership Survey
.-Team Effectiveness Survey
-Group Encounter Survey
-Conflict Management Survey
-Change Agent Questionnaire

participants meet to participate in the instrumentation pro-

cess and to experience the feedback concerning the dynamics at play

in the division of responsibility. The instruments must be filled out

prior to the day's experience and the arrangements must be made in

advance in order that the trainer may discuss with the division leader

the problems and issues to be addressed.

Length: One day

This is apPropriate only as a "division" activ_ y. Over three

divisions have already done Teleometrics.

Develo individualized Modules

This activity will involve learning the elements of a sound

instruCtional package. PartiCipants will be able to identify those

elements in example modules. Each person will outline a personal

module which may be finished later. The beginning elements of the

written module may be developed in this session. If time permiti,

members will examine modules as they exist, and as they are used

in programs on campus.

Length: Two days

Minimum number of participants is 8; 15 is the limit.
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3. Simulation

This session is designed to introduce the instructor to simulation
as learning activity. It will includ a:survey of research, showing
the value of simulation to the learner. Participants should bring
course documents; there will be assistance in identifying commercially
prepared simulation, and assistance in designing your own. Some

campus examples will be used.

Length: One day

The maximum number in each of the two scheduled groups is ten.

4. Higher Level _Objectives

This session dealS with practice in identifying analysis, syn-
thesis, and evaluation objectives. Participants will write samples
of these objectives. Strateg!es will be provided for designing class
activities which will be appropriate for such objectives. Each

participant should bridg a course document for an analysis of
objectives; each should also have added to a document higher level
objectives by the end of the session.

Length: One day

Participation is limited to thirteen for each o_ two scheduled
sessions.

5. ement P ofessional Growth and Develoument

This session is intended primarily for Supervisors who deal with
the administration of the plan. It will deal with the intent of the
plan and the administration of it. This is a self-help, sharing,

opportunity.. It is hoped that anyone who has questions or answers
about the administration of thn Professional Growth and Development-
Plan will attend. Dean Mortvedt will be attpnding this group.

Leader: Self-help none necessary

Length: 1-2 hours

Participation is limited to twenty.

6 Info mation Scienna

This session deals with'information channels within an organi-
zation. One should find answers to several questions:

* What are the most effective channels of information in an
organization HowAdo yqu.utilite them?
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* What are the characteristics of the organization' "super-

communications?"

What type of communication characterizes organizations in
time of stress? What channels can decrease stress?

When willa person be motivated to seek information? Where

Will he seek it?

This session should be relevant net only to information science
people, but to-faculty and administrators as well--anyone interested
.in learning techniques for using and disseminating information.

Length! One morning

7. Adult Pe formance Level

-Adult functional competency research findings..

These findings have recently reviewed national attention in News-

week and television. The conclusions about how adults function in
Texas maybe startling to some. 'There will be a discussion of the

implications for educators This session will be attended by local

I.S.D. personnel, as well as College of the Mainland faculty.

Institutiona _Goal Settin

The goal setting process will enable board members, adminis-

trators, faculty, students, and concerned citizens to develop

institutional goals. Decisions that 'this group makes will affect

the future of College of the Mainland. It is important that all

groUps participate.

The process is highly stylized and is accomplished with a
simulation game--by prioritizing goals and-then striving for group

agreement.

In October sixteen individuals participated; the intention this

time is to develop a group of 60-70 from all areas of the community.

A minimum of 15 faculty members will be required; maximum is 20.

The remainder will represent tommunity, board members, and student

groups.

The rc,sults of the group will be used in refining College of

the Mainland's goals.

Length! One day
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MODEL FOR STAFF DEVELOPMENT

FORMAT

1. Professional Growth and
Development Objectives (B)

2. Self-Help (B,C)

3. Retreat (A,C)

4. Publication (B)

5. Workahop, Seminar,
Consultation (A,B,C)

6. Group Instructional
Development Project

Newsletter

Travel

Professional
Organizations

10, Individualized
Searches

11. CourseworIc

12. Private. and/O. E.
Institutes

13. Professional Leave

14, Social

15. Other

A - Training

FACULTY

interaction analysis

* simulation

building modules

retraining

*.micro-teaching

* higher objectives,
others

B Professional information

C Intra-Collegiate Infor , ion

LtAkT';'

.LUA =_


